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1. Reference enclosed memo, SARD-PM, 5 February 1999, SAB.
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Learning for the Defense Acquisition Workforce. This policy is
to be implemented immediately and replaces the Interim Policy on
Continuous Acquisition Education which was issued in CIL 97-26,
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Encl TONI M. GAINES
as Chief, Contracting Division, DCSLOG
Principal Assistant Responsible
for Contracting

DISTRIBUTION:

COMMANDERS,

ITII CORPS & FT HOOD, ATTN: AFZF-DOC

XVIII ABN CORPS & FT BRAGG, ATTN: AFZA-DC

FT RILEY, ATTN: AFZIN-DOC

FT CARSON, ATTN: AFZC-DOC

JRTC & FT POLK, ATTN: AFZX-DOC

I CORPS & FT LEWIS, P.O. BOX 33931, ATTN: AFZH-DOC
3RD INF DIV (MECH) & FT STEWART, ATTN: AFZP-DC
101ST ABN DIV (AASLT) & FT CAMPBELL, ATTN: AFZB-DOC
FT DEVENS, ATTN: AFRC-FMD-DOC

FT DIX, ATTN: AFZT-DOC

10TH MTN DIV, FT DRUM, ATTN: AFZS-DOC

FT MCCOY, ATTN: AFRC-FM-DC

NATIONAL TRAINING CENTER & FT IRWIN, ATTN: AFZJ-DC
ARMY ATLANTA CONTRACTING CENTER, ATTN: AFLG-PRC



FER 151999

DEPARTMENT OF THE ARMY
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103 ARMY PENTAGON
WASHINGTON DC 20310-0103

5 FER 099

REPLY TO
ATTENTION OF

SARD-PM

MEMORANDUM FOR SEE DISTRIBUTION
SUBJECT: Army Contracting Continuing Education Unit (CEU) Program

Reference:

a. SARD-PM Memorandum, 31 Oct 1997, Subj: Sponsorship of Continuing
Education Units (CEUs)

b. Contracting and Acquisition Career Program (CP-14) ACTEDS Plan, 10 Aug
1998

c. Under Secretary of Defense (Acquisition and Technology) Memorandum, 15
Dec 1998, Subj: Reform Through Learning: USD (A&T) Policy on
Continuous Learning for the Defense Acquisition Workforce

Reference a. announced that the Deputy Assistant Secretary of the Army
(Procurement) was approved as an authorized Continuing Education Unit (CEU)
sponsor. The Director, Contracting Career Program Office is responsible for the
administration of the CEU program and has been awarding CEU training for certain
sponsored training, e.g., Acquisition Reform training, since August 12, 1997.

Reference b. was a new, revised edition of the CP-14 ACTEDS Plan. Section
VIII of the Plan, Continuous Learning and Self-Development, establishes a standard
requiring 80 continuous learning hours for members of the career program who have
completed the Department of Defense (DoD) certification requirements for the position
they encumber. The preferred methodology for acquiring continuous learning is through
the CEU program. | am forwarding a copy of our proposed program and procedures for
applying the CEU to Army Contracting as Enclosure 1.

It is not sufficient for our career program to simply meet the minimum standards
required for certification. We must encourage and support our workforce in their efforts
to continue to stay current with recent changes or advances in acquisition, procurement,
and business. | expect this initiative to aid in that process, and | would like to receive
your feedback on this program. At the same time, reference c. is provided for your
review and comments at Enclosure 2. This document establishes the DoD policies and
procedures relative to continuous learning. \We need your views on how best to
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administer this program as we work with the Acquisition Career Management Office and
others on implementation.

Please provide your comments on both documents to Dr. Jim Edgar (703) 681-
1043 or E-mail edgarj@sarda.army.mil no later than March 5, 1999.

Yy /%CM &

/ ,
Kenneth J. Oscar
Functional'Chief Representative

Civilian Contracting and Acquisition
Career Program

Enclosures
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CP-14 CONTINUING EDUCATION UNIT (CEU)
PROGRAM

Purpose

I The Continuin

To provide policy and procedural guidance for the

Continuing Education Unit Program (CEU) A
sponsored by the Contracting Career Program

Office. This program provides a means for

continuous professional development for the C

Program and others who may participate in the
education and training opportunities provided
through the Contracting Career Program Office.

members of the Contracting and Acquisition Career E

T Education Unit®
Background

The Defense Acquisition Workforce Improvement Act (DAWIA), Public Law 101-510,
Title XII (10 U.S.C. 1701-64), and subsequent DoD implementing regulations, put into
place standards and processes that would focus on improving the effectiveness of the
people who work in the defense acquisition system. DAWIA established a
comprehensive framework for a career program for all personnel who wish to pursue
careers In the defense acquisition career field which, as defined by Congress, included all
DoD personnel working in contracting. That framework established organizational
responsibility and set minimum policy objectives for each of the elements of a career

program: accession, education, training, experience, assignment, promotion, and
retention.

DAWIA established the minimum standards for assignment to contracting positions,
minimum standards for certification associated with positions requiring skills at different
levels, and minimum standards for accession into the Army Acquisition Corps. These
actions are a necessary condition for a professional contracting workforce. But they
alone are not sufficient for a world-class contracting workforce at the end of the 20™
Century. To maintain our capability, we must develop a workforce that is constantly
learning, innovating, and delivering new and better services.

References

a. DoD 5000.52-M, "Career Development Program for Acquisition Personnel,"”
November 1995

b. AR 690-950 Civilian Personnel Career Management

c. Contracting and Acquisition Career Program CP-14 ACTEDS Plan

Snclorant |



Applicability

These policies and procedures are applicable to all individuals who receive CEU type
training sponsored by the Contracting Career Program Office.

Definitions and Concepts

Continuing Education. Structured educational and training experiences for personal or
professional development in which participants are assumed to have previously attained a
basic level of education, training, or experience.

Activity. An event planned to cause learning.

Contact. Interaction between a learner and instructor, or between a learner and materials

which have been prepared to cause learning. Contact implies two-way communication
for the learner to receive feedback.

Education. A process of acquiring knowledge whereby individuals learn to think and
reason beyond the level of application.

Training. A planned learning experience whereby individuals learn to perform a spectfic
skill.

Learning Need. The gap between a learner’s current level and some desired level of
knowledge, skills, attitudes, or performance.

Continuing Education Unit (CEU). One CEU is ten contact hours of participation in an

organized continuing education experience under responsible sponsorship, capable
direction, and qualified instruction.

Policy

Continuous Learning is critical to self-development and to professionalism. The concept
of continuous learning for contracting professionals is designed to ensure that, in addition
to meeting the minimum statutory requirements for training, education and experience, a

mechanism is in place to encourage and promote professional development throughout an
entire career.

To ensure the highest degree of professionalism in the Contracting and Acquisition
Career Program, workforce learning must be continuous throughout an individual’s
career. Professionals should participate in continuous learning activities throughout their
careers to maintain currency in their specialties; develop competency in more than one
acquisition career field; keep abreast of policies and programs; be exposed to the most
advanced management principles and practices in the public and private sectors; pursue
advanced technical, business and managerial degrees; and, prepare to assume critical, key
technical, managerial and leadership positions.
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Once certification requirements at a specific level are achieved, continuous learning
activities should become the focus. Attaining certification standards takes precedence,
but IDPs must support continuous learning beyond the certification baseline. The
Continuous Learning standard for CP-14 is the completion of 80 Continuous Learning
Points every two years after completion of certification requirements for the position
encumbered, with one point awarded for each hour of Continuous Learning participation.
The preferred methodology for acquiring Continuous Learning Points for CP-14
personnel is through the completion of Continuing Education Units (CEUs).

Procedures.

The Deputy Assistant Secretary of the Army (Procurement) is an authorized sponsor of
Continuing Education under the aegis of the International Association of Continuing
Education and Training (IACET). The Director of the Contracting Career Program
Office (SARD-PM) may award CEUs to individuals attending appropriate training and
education sponsored by that office which meets the IACET criteria. The Career Program
Office will: publicize the number of CEUs provided for a particular training instance;
issue a certificate with the number of CEUs awarded; maintain a database by individual
of CEUs awarded; and will issue to requesting individuals a transcript of CEUs awarded
by the Career Program Office (See sample transcript).



APPENDIX A

CP-14 CEU PROCEDURES

Calculating a CEU.

One CEU is awarded for each 10 contact hours of instruction. A contact hour is one
clock hour of interaction between a learner and instructor, or between a learner and
materials which have been prepared to cause learning, e.g., self-paced instructional texts
or computer based training (CBT). The 50-minute hour is accepted by IACET within
organizations where the practice is widely used. CEUs may be awarded in fractions
expressed as tenths. For example, if approved instruction is conducted over a day and a

half from 8:00 A.M to 5:00 P.M. the first day and 8:00 A.M to noon the second day with
an hour for lunch, the student would receive 1.2 CEUs.

Understanding the calculations for a CEU is more relevant to sponsors and providers, but
CP-14 personnel who will be required to accrue 80 Continuous Learning Points every
two years will be interested in the calculation process and how to convert CEUs to
Continuous Learning Points. Qne CEU equals ten Continuous Learning Points. Classes
and training for which CEUs are awarded, obviously provide a quick and simple method
for accruing the biannually required 80 Continuous Learning Points, and meet the rigor of
the criteria established by an internationally recognized organization.

Activities for Which CEU are NOT Intended.

The following list describes activities for which the awarding of CEUs is not intended.
While these activities may be judged as worthwhile learning experiences they should be
measured and documented by some form of measurement other than the CEU. However,
many of these activities may support individual self-development objectives, or be

professionally enhancing; and, if agreed to by the supervisor, could be credited toward an
employee’s Continuous Learning Point requirement.

* Academic Credit Courses. CEU may be awarded for academic credit courses, which
meet the CEU criteria; however, individual participants should not receive both CEU
and academic credit.

Association Membership and Leadership Activities. Holding membership or serving
in some leadership capacity in an association or society.

Committee Meetings. Participation in committee meetings and activities.
Entertainment and Recreation. Attendance at cultural performance, entertainment, or

recreational activities unless they are an integral part of a planned course which meets
the CEU critena.
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» Individual Scholarship. Independent writings such as articles, books, research
reports, or presentation of papers outside a planned, directly supervised continuing
education experience that fulfills CEU criteria.

» Mass Media Programs. Programs delivered through the mass media (e.g., television,
radio, and newspaper) do not qualify for CEU, unless these presentations are an
integral part of a planned course, which meets the CEU criteria.

* Some Meetings, Conventions, Exhibitions. Meetings, conventions, and exhibitions,
which attract large numbers of participants, involve different activities, and are
conducted primarily for information sharing purposes generally, do not qualify for
CEU. Planned learning activities within such events, which meet the criteria, are
eligible for CEU.

= Travel. Travel or participation in a travel-study program, unless the educational
component of the travel-study program meets the CEU criteria.

= Unsupervised Study. Individual, self-directed study or other form of independent
learning experience not planned, directed, and supervised by a sponsor.

=  Work Experience. On-the-job training and other work experiences do not qualify for
CEU unless the work experience is structured as part of a planned and supervised

continuing education experience that meets the criteria. CEU are not to be awarded
for life or previous work experiences.

Number of CEUs for successful completion.

The following table indicates each of the training programs currently sponsored by
SARD-PM for the award of CEUs and the number of CEUs awarded for completion of
the training. In all cases the criteria for successful completion includes attending the
entire course and completing all work assignments designated for each class.

CLASS . CEUs PROVIDER
Basic Acquisition Reform Training 1.6 Commercial Training Vendor
Advanced Acquisition Reform Training " 16 Commercial Training Vendor
Performance Based Work Statements | 0.8 Commercial Training Vendor

Other/Future Programs.

As other education and training programs are identified and evaluated, this list will be
updated on a regular basis. Also, CP-14 training for which CEUs will be awarded will
include the number of CEUs attributable to that training in future FCR announcements.
Executive Training sponsored by SARD-PM with the leading schools may qualify for the
CEU if this offerer also meets appropriate IACET criteria.

Records Maintenance.

There are basically four types of records created relative to CEU education and training
sponsored by SARD-PM. The first is a record of attendance. This is maintained by the
training provider and given to SARD-PM. This record of attendance is based on

information provided by the attendee. This is not necessarily a permanent record, but is
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used to provide the basis for the second type of record. If the attendee provides
inaccurate information, then most likely the permanent record will be inaccurate. The
second type of record is the permanent CEU record of individual participation. This
record is maintained by SARD-PM and is derived from the records provided by the
training provider. The third type of record is a transcript. SARD-PM will provide, to any
individual who has attended SARD-PM sponsored training, a transcript of all awards of
CEUs for that individual. Permanent records will be maintained for a minimum of seven
(7) years. A sample transcript is included as inclosure 1. To obtain a transcript a written
request must be forwarded to SARD-PM. A sample transcript request is provided as
inclosure 2, and is available on the WWW. It is important that participants understand
that this training, or the award of CEUs is not necessarily reflected in their OPF or in
ACPERS,; since attendees may include uniformed members from all services, or civilian
employees from any federal agency or private industry. The fourth and final type of
record is a certificate of completion. The certificate of completion is not required, and in
most cases if provided will be provided by the training provider. A sample certification
of completion is provided as inclosure 3.



APPENDIX B

Commonly Asked Questions.

How do I get a transcript of all of my CEU credit?

Forward a copy of the transcript request form included as an inclosure to this memo, or
available on the WWW.

Will the transcript include all of my CEU credits?

The transcript will include all CEU credits sponsored by SARD-PM, and records will be
maintained for a seven-year period.

Can [ receive a portion of the assigned CEU credit, if I attend only a portion or the
class?

Yes, theoretically for certain classes, but there are certain learning outcomes that are

required to receive partial CEU credits. As a practical matter, SARD-PM is not awarding
CEUs for partial attendance.

Can CEU credit be awarded retroactively?

NO! A determination has to be made before a program is conducted that it meets the
criteria and has been approved by the sponsor’s internal review process. For example,
Basic Acquisition Reform Training conducted prior to SARD-PM becoming an
authorized CEU sponsor (August 1997) is not eligible for CEU credit.

Who will use CEU records?

Program participants who need documentation of their learning activities for submission
to organizations such as licensing boards, certification agencies, professional
associations, and employers. Examples include, CEU transcripts used to substantiate
progress toward meeting Continuous Learning Program requirements, or the National
Contract Management Association accepts CEUs as a method for meeting recertification
requirements for their two certification programs, the Certified Professional Contracts
Manager (CPCM) and the Certified Associate Contracts Manager (CACM).

How do CEU relate to college credit?

The CEU was developed for learning activities usually of short duration, which are not
parts of an academic degree program. However, some academic college courses may be

B-1



taken for academic credit or CEU credit; individuals may select one crediting method or
the other, but not both. Generally speaking, “double dipping” is not allowed.

How do CEU relate to Defense Acquisition University (DAU) and Defense Systems
Management College (DSMC) credit?

Most of DAU’s acquisition courses have CEU credits associated with them. The current
version of the DAU Catalog has an appendix that lists course number and title and the
CEU credit awarded for successful completion of the course. In this case “double
dipping” can be used, e.g., DAU courses can apply for professional association

recertification, continuous learning point credit, and acquisition workforce certification
for an Acquisition Career Field.

B-2
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Official Transcript

04-Dec-98

NAME: GOODE, STUDENT
SSN:  555-11-2222

1. This transcript provides an official record of all satisfactorily completed classes or
courses

for the individual named above. CEUs are not applicable for classes completed prior to
August

12, 1997,
Completion
School Course Course Name
CEU
98-03-12 CORNELL  STT 9801  BUILDING HIGH PERFORMANCE INTACT TEAMS 2.6

2. If you have any additional questions, please contact the Contracting Career Program
office

at DSN 761-1046 or Commercial (703) 681-1046.

James H. Edgar
Director,

Contracting Career Program Office

Privacy ActWarning
In accordance with the Privacy Act of 1974, This transcript must not be released to a third party
without written authorization of the Student.

Incl 1



DEPARTMENT OF THE ARMY
OFFICE OF THE ASSISTANT SECRETARY
RESEARCH DEVELOPMENT AND ACQUISITION
CONTRACTING CAREER PROGRAM OFFICE
CONTINUING EDUCATION UNITS (CEU) TRANSCRIPT REQUEST
(Please print legibly or type)

NAME SSN:__-_ -

ADDRESS:

DAYTIME PHONE: (__) DSN

MAIL TRANSCRIPT TO (IF OTHER THAN ABOVE):

AFTER COMPLETION MAIL OR FAX REQUEST TO:

DIRECTOR
CONTRACTING CAREER PROGRAM DIRECTORATE (SARD-PM)
OFFICE OF THE ASSISTANT SECRETARY OF THE ARMY (RDA)
ATTN: SARD-PM
5109 LEESBURG PIKE
SUITE 309
FALLS CHURCH, VA 22041
FAX: (703) 611-1121

IF YOU HAVE ADDITIONAL QUESTIONS, PLEASE CALL (703) 681-1046 OR DSN
761-1046

PRIVACY ACT STATEMENT: AUTHORITY: 10 USC 8012; E.O. 9397. PRINCIPAL PURPOSE:

To request mailing of student official Continuing Education Units (CEU) transcript. ROUTINE

USES: To authorize transmittal of official CEU transcripts to the student or agencies designated
by the student. SARD-PM staff and other Federal agencies having a need to know may refer to
this record in the performance of their official duties. SSN is used to make positive identification

of individual and record. DISCLOSURE: Voluntary, however, failure to provide the information

will result in the student or designated agency not receiving CEU transcripts as requested by the

student.

STUDENT SIGNATURE: DATE:

Incl 2
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THE UNDER SECRETARY OF DEFENSE

3010 DEFENSE PENTAGON
WASHINGTON, DC 20301-3010

15 DEC 1598

MEMORANDUM FOR: SEE DISTRIBUTION

SUBJECT: Reform Through Leaming: USD(A&T) Policy on Continuous Leaming for
the Defense Acquisition Workforce

Our military and civilian acquisition personnel are clearly the key to the success of
our reform and modemization initiatives, and | am strongly committed to providing them
with the tools they will need to meet future challenges. As we move to more
sophisticated processes and empower acquisition employees to assume greater
responsibility, it is imperative that we couple these'increased demands on the workforce
with the kinds of training, education and professional development that will enable them
to assume these new roles. Meeting increased performance expectations in the rapidly
changing defense acquisition environment requires workforce members to be current
with reforms, adaptable, flexible, and willing to accept risk and exercise leadership.

Accordingly, | am issuing for your immediate implementation the attached Policy
on Continuous Leaming for the Defense Acquisition Workforce. It is crucial to facilitate
the continuing professional growth and development of our workforce while ensuring that
acquisition professionals stay current with acquisition reforms, and develop the
ieadership, disciplinary and functional skills necessary for the future. it adds a new
dimension to the Acquisition Career Program by strengthening standards and integrating
existing Component development programs into an expanded framewaork for career-long
continuous leaming. This policy is issued as a Directive-type memorandum pending
reissuance as a DoD publication pursuant to DoD Directive 5025.1.

The policy is effective immediately. Until resources for full implementation
become available per Defense Planning Guidance for FY 2000, Components are
directed, at a minimum, to assist personnel to plan for continuous leaming and to fund
participation in leaming activities at the level currently supporting the Interim Policy on
Continuing Acquisition Education, which the attached policy replaces.

Questions may be directed to my point of contact, Ms. Jeanne Camey, Staff
Specialist, Office of Acquisition Education, Training and Career Development, at
(703) 602-8703, (cameyjd@acq.osd.mil).

J.S. Gansler

Attachment
As stated

£ nclosane L "



REFORM THROUGH LEARNING

USD(A&T) Policy on Continuous Learning for
the Defense Acquisition Workforce

Issued by the Under Secretary of Defense (Acquisition and Technology)
December 15, 1998
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REFORM THROUGH LEARNING
USD(A&T) Policy on Continuous Learning for the Defense Acquisition Workforce* -

l. INTRODUCTION: The civilian and military personnel who support the Defense acquisition
system tor both new and fielded systems are our most valuable assets. Their efforts
contribute to the improved acquisition of the products and services underpinning the

warfi ghung and peacekeeping mpabtlmes of the military services. Their role is central to
acquiring the best value goods and services for the Department; hence, it is a wise investment
for DoD to support education and training programs that optimize performance and result in
improved program execution.

DoD's acquisition specaal'xsts however, are challenged today as never before by the rapidly
changing environment in which they must function. The pace of efforts to reform basic
acquisition systems, reengineer federal operations, and, replace traditional management
structures with teams and matrixed organizations, coupled with downsizing and the information
technology revolution, has resulted in continuously evolving work environments and
requirements. To meet performance expectations in such environments, acquisition personnel
must be current with reforms and trends, adaptable, flexible, and willing to leamn new skills.

But the revolutions that are currently changing the workplace are also changing the way
people leamn, and placing increasing expectations on employees to remain current by taking
advantage of new ways of learning. Distance learning technologies, experiential leaming and
other non-traditional approaches to education and training are replacing the traditional
classroom student/instructor approach. With these new approaches, what is valued is the
ability of learners to take responsibility for and direct their own learning and development in a
variety of ways and on a continuous basis throughout their careers.

The foundation for career-long continuous learning was built by the Defense Acquisition
Workforce Improvement Act (DAWIA). DAWIA required the Department of Defense to
prescribe regulations for the initial structure for a defense acquisition university to include “...A
coherent framework for the educational development of personnel in acquisition positions.
Such framework shall cover courses of instruction from the basic level through intermediate
and senior levels. At the senior level, the framewark shall provide for a senior course as a
substitute for, and equivalent to, existing senior professional military educational school
courses, specifically designed for personnel serving in critical acquisition positions.”

The basic construct of the career pregram for acquisition personnel, including the minimum
mandatory and desired education, training and experience standards for each acquisition
career field, is spelled out in DoD 5000.52-M, Acquisition Career Development Program. The
policy which follows augments these minimum career program standards and completes

the concept underpinning the statutory requirement for an educational framework for the
DAWIA workfcrce. It does this by establishing the continuing education and professional
development stancards for the DAWIA workforce and defining the types of education,
training and experience that meet these standards. It is designed to ensure that acquisition

*Definitions refated to the acquisition workforce may be found in Title 10, United States Code;

DoD Instruction $000.58, “Oefense Acquisition Workforce;” and DoD 5000.52-M, “Acquisition
Career Development Program.”



professionals not only meet the minimum education, training and experience standards
published in DoD 5000.52-M for their career fields, but that they are afforded a fuil-range of
appropriate developmental opportunities including degree and non-degree education and
training, and on-the-job leaming experiences and developmental assignments. It recognizes
and incorporates the education and training activities already supported by the DoD
Components* that supplement the minimum training and education standards established for
workforce members in each career field, and integrates these activities into a congruent
framework for continuous learning.

[I. POLICY: ftis USD(A&T) policy that civilian and military acquisition professionals will
participate in continuous leaming activities that augment the minimum education, training, and
experience standards established for certification purposes for their career fields and for
specific acquisition assignments. Such opportunities for enhanced professional development
and continuing education and training should be made available as appropriate during an
acquisition professional's career:
o to stay current in technical and functional specialties;

to become familiar with multiple acquisition career fields;
to keep abreast of Departmental policies and programs;
to stay current with the most advanced management principles and

practices in the public and private sectors;
to pursue advanced technical, business and managerial degrees consistent

with 10 U.S.C. 1745; and
in accordance with merit system principles, to prepare for assuming critical

military and civilian technical, managerial and leadership positions within

the Department of Defense, including those designated as Defense

Leadership and Management Program (DLAMP) positions as defined in

DoD Directive 1430.16 issued April 11, 1997.

{il. APPLICABILITY: This policy applies to all civilian and military members of the Department
of Defense acquisition workiorce, detined in DoD Instruction 5000.58, at ali stages of career
progression as specified in DoD 5000.52-M. All acquisition personnel shall annually assess
their needs for training, education and developmental experiences and jointly with their
supervisors prepare an Individual Development Plan (IDP) or other comparable document to
» engage in on-the-job projects, assignments and similar activities to integrate
learning experiences with work assignments appropriate for their level of career
progression; and
« make progress toward completing certification requirements, or
if they have satisfied the certification requirements for the positions they
encumber, to maintain and enhance their skills by participating in
continuous learning activities as described below.
Completion of certification requirements for the position encumbered should take precedence
over participation in other continuous learning activities.

*The Components Include the Office of the Secretary of Defense, the Military Departments, the
Chairman of the Joint Chiefs of Staff, the Combatant Commands, the Defense Agencies, the
Inspector General of the Department of Oefense, and the DoD Field Actlvities.



[V. GUIDELINES FOR CREDITING CONTINUOUS LEARNING ACTIVITIES: Workforce
members who are certified for the positions they encumber will be awarded Continuous
Leaming Points for participation in approved continuous leaming activities. It is not necessary
to award points to workforce members who are not yet certified for the positions they hold.
The Guidelines for Crediting Continuous Learning Activities at Attachment 1 recommend the
number of points to be awarded to workforce members for successful completion of specific
types of training, education, experiential and developmental assignments, and professional
activities that satisfy the continuous learning standards. Supervisors and employees will use
the Guidelines as an aid in establishing the number of points to be credited for specific
activities.

V. CONTINUOUS LEARNING STANDARDS: Acquisition personnel who have completed the
certification requirements for the positions they encumber shall earn a minimum of 80
Continuous Leaming Points every two years, from the date of certification for the position
encumbered or from the date of the prior two-year centinuous learning certification.
Acquisition personnel may meet these standards by participating in Functional and Technical
Training, Leadership Training, Academic Courses at Institutions of Higher Education,
Experiential and Developmental Assignments, and Professional Activities as described in
paragraphs A through E below. While the specific activities to be undertaken to meet these
standards will vary depending on the individual civilian or military officer's career path,
certification level, and specific needs far continuing development, emphasis should be placed
on continuous leaming activities which enable workforce members to stay current pursuant to
A. 1.and C. 1. below.

A. Functional and Technical Training. Acquisition workforce members may participate in
functional and technical training courses, conferences, seminars, and comparable activities
sponsored by DoD, its Components and schools, or by private and public organizations,
institutions of higher education, and professional associations representative of acquisition
career fields for the purpose of:

1. staying current in acquisition functional areas, acquisition reform subjects and other
emerging acquisition policy areas;

2. completing mandatory and assignment-specific training required for higher levels of
cectification in one’s career tield, through Level llI;

3. completing “desired” training in one’s career field, through Level lli; and

4. participating in cross-training to become familiar with, or certified in, multiple
acquisition career fields.

B. Leadership Training: Consonant with the premise that managers and leaders are
ceveloped over an entire career, Components shall support acquisition workforce members
participation in education, training, and related activities to enable civilian and military
workforce members to have early and continuing exposure to leadership skills at appropriate
stages of their careers. Where the program is available, and where the individual has been

selected for participation, the Defense Leacership and Management Program (DLAMP) shall
be used to the maximum extent possible.

1. Training for Civilian members of the warkforce should be consistent with Title 5,
United States Cece, Section 4103(a) which requires agencies to establish and operate
training program(s) and plan(s) for civilian employees to improve individual and
organizational performance and assist in achieving agency mission and goals.



2. Based on extensive research of government and private sector executives, the
Office of Personnel Management (OPM) has identified multiple Leadership
Competencies determined to be important for effective performance in Federal
supervisory, managerial and executive positions, irrespective of specific functional
assignment. Training addressing these competencies is sponsored by a variety of
sources, including the OPM, DoD Component training and development offices,
professional military education schools, and professional development courses offered
by private and public sector training and development institutions and vendors. In
addition, many acquisition certification and assignment-specific courses also address
one or more of these competencies in the context of DoD acquisition functions and

programs.

3. Workforce members expected to perform leadership duties (i.e., team leader,
supervisory, managerial, or executive functions) will agree on the competencies
needing special emphasis at a given stage of career development and seek out
Component and other training programs to supplement and enhance needed
development of these competencies. The OPM-approved assessment instrument, the
Leadership Effectiveness Inventory (LE) is available to assist in identifying individual
needs for developing specific leadership competencies. The LEI, or a comparable
instrument which the Component has determined provides an assessment of ‘
leadership skill needs equivalent to the LEI, shall be administered to personnel upon
acceptance into the Acguisition Corps, as appropriate. The OPM Leadership
Competencies are at Attachment 2.

C. Academic Courses at Institutions of Higher Education: Acquisition workforce members
may complete academic courses to satisfy the continuous learning standards. The Guidelines
for Tuition Reimbursement and Degree Training Programs for Acquisition Workforce Members,
issued in 1994, are at Attachment 4. These Guidelines support the purpose of 10 U.S.C.
1745(a) which authorizes, until September 30, 2001, tuition reimbursement for acquisition
personnel, including a full-time course of study leading to a degree. Tuition assistance for
military officers will be provided in accordance with the military services' policies for such
assistance. Individuals may enroll in academic courses of study for the purpose of:

1. staying current in one's basic discipline or technical field;

2. broadening one's disciplinary or functional specialty by pursuing multidisciplinary
fields of study;

3. completing an undergraduate degree;

4. meeting statutory acacemic standards for either the individual's career field or for
membership in the Acquisition Corps;

3. meeting academic standards considered “desired” in one's career field;

6. obtaining an advanced degree in a scientific or technical discipline underpinning an
acquisition function; and

7. obtaining an advanced degree in a business or management field, e.g., Master of
Business Administration, Management of Technology, Public Administration.

Woerkicree members are encourzged (o explore distance-leaming opportunities in advanced
educaticn.



D. Experiential and Developmental Assignments: The ability to leam from experiences and
apply the leaming to new and increasingly complex situations throughout one's career is a
valuable skill that improves with practice. Opportunities to leamn from experience may be made
available to acquisition workforce members as a normal part of their work assignments, or
through rotational or developmental assignments specifically structured to provide a
broadening experience. Acquisition personnel may use such assignments to earn points
toward meeting the continuous learning standards as agreed between the employee and the
supervisar.

1. On-the-job Experiential Assignments: At a minimum, annual planning

for development should include some opportunity for all civilian and military acquisition
personnel at all stages of career progression to engage in challenging, on-the-job
assignments that enable them to improve their technical skills, be exposed to new
functional skills, or gain experience in managerial and leadership competencies as
appropriate. When such assignments are used to satisfy the Continuous Learning
Standards, supervisors, together with their employees, will establish their own point
values for such assignments consonant with the Guidelines for Crediting Continuous
Learning Activities at Attachment 1. Individuals are limited to earning a maximum of 40
points in two years by participating in on-the-job experiential assignments.

2. Intra and Inter-Organizational, Rotational, Broadening, and Developmental
Assignments: While military officers’ career paths provide rotations on a reguiar basis,
opportunities for civilians to participate in rotational and developmental assignments are
significantly limited. To ensure that all acquisition personnel have opportunities for
broadening and developmental experiences, workforce members should engage in at
least one developmental assignment designed to provide exposure to a different
functional setting or a different branch or division within the same organization at each
level of career field progression.® lt is expected that Component intern programs
provide such developmental assignments at the entry level. At the senior level, rotation
to a different organization for a 3 to 6 month assignment would be the preferred venue
for developmental purposes, although it is not mandatory if the individual's
developmental needs can be met through an intra-organizational assignment. DLAMP
rotational assignments would be appropriate for meeting this requirement. Workforce
members shall comply with Component procedures for internal and external rotational,
broadening and developmental assignments. Details outside of DoD must comply with
DcD Directive 1000.17, “Detail of DoD Personnel to Duty Outside the Depariment of
Defense,” and, if such details are to private sector or state and local government
crganizations, with the Intergovernmental Personnel Act and implementing OPM and
DcD regulations. Documentation of these assignments in IDPs, and/or other personne!
records, may be required by the Component for extended assignments. Civilian and
military workforce members may eam up to 80 points in a two-year period for
participating in rotational and developmental assignments.

‘The three levels of career field progression are typically Level | - GS 5 through 8 and 01 through
03; Level Il - GS 9 through 12 and 03 through 04; and Level lil - GS 13 through SES and 04
through General and Flag Officer. Progression from Level | through Level lif normally spans a 20

to 30 year career, One develgpmental assignment at each level equates to a total of three in a full
career.



3. Assuring Leaming Outcomes: When an experience is to be used to eam
continuous leaming points, (whether the learning outcome is to be attained through an
on-the-job experience or through a special rotational or developmental assignment),
certain principles should be followed in structuring the experience. Supervisors and
employees should pre-define, to the extent practicable, the tasks to be accomplished
and expected outcomes of the assignment and the leaming opportunities to which the
employee will be exposed. The individual should be mentored during the assignment.
Accomplishment of a product, such as a briefing, a project design, a report, a service or
other work product that shows evidence of the leaming attained through the
assignment, is desirable. At a minimum, the individual and supervisor/mentor are
expected to discuss the learning outcomes at the conclusion of the experience.

E. Professional Activities: Acquisition personnel may also participate in a variety of
professional activities, including the activities of professional associations related to their
functional specialty or discipline, to fulfill continuous leaming standards. Participation in
professional societies and associations must be in acdordance with the Standards of Ethical
Conduct for Employees of the Executive Branch, 5§ C.F.R. Part 2635, issued by the Office of
Govemment Ethics, and with DoD's implementing regulation, the Joint Ethics Regulation.
Consistent with 5 U.S.C. 4109(b), DoD may not reimburse personnel for membership dues
paid to professional societies and associations. Among the protessional activities that
acquisition personnel may engage in are:
teaching;
presenting papers at conferences and symposia;
writing and publishing on topics related to one's expertise;
consulting with other DoD components, other federal agencies, or state and
local govemment consistent with the Economy Act, 31 U.S.C. 1535 and
other applicable laws, regulations and policies; and
consulting with non-profit organizations, consistent with 5 C.F.R. Part 2635,
and DoD's implementing document, the Joint Ethics Regulation.

1. Consulting assignments may be undertaken at the request of a local, state, or
federal agency or a non-profit organization for specialized assistance requiring specific
expertise: for example, a one-time request to provide episodic, short-term advice to the
Federal Emergency Management Agency or the American Red Cross on issues of
acquisition logistics for disaster relief. Assignments to consult with other organizations
that meet the criteria of Rotational, Broadening and Developmental Assignments
described in Section D.2. of this policy must comply with merit system procedures; DoD
Directive 1000.17, “Detail of DoD Personnel to Duty Outside the Department of
Defense;" the Intergovernmental Personnel Act and 5 C.F.R. Part 334, and related
Component procedures for such assignments.

2. In addition, many of the professional associations in which acquisition personnel
participate recognize singular achievements, such as patent awards and other
cemonstrations of professicnal accomplishment. Because achievements such as
passing a professional exam or being granted a patent, license or a professional
centification often involve intensive effort or preparation and are evidence in themselves
of the incividual's currency in his or her field, these achievements may also be credited
toward meeting the centinuous [earning standard.



3. Points that can be credited for participation in professional activities are summarized
in the Guidelines for Crediting Continuous Learning Activities at Attachment 1.

Because the Guidelines are limited to providing generic examples of types of activities
and recommended points for each, and as such cannot anticipate all possible activities
and point values, supervisors and employees will need to use their own discretion in
assessing the value of a particular activity for credit purposes. In this regard,
supervisors and employees may wish to consuit the relevant professional association’s
own guidelines in order to arrive at an appropriate point vaiue to be granted for a
specific activity or contribution.

Vi. ENHANCED STANDARDS FOR CIVILIAN AND MILITARY PERSONNEL IN LEADERSHIP
POSITIONS: Effective in FY 2002, military and civilian personnel assigned to leadership

positions shall be required to meet the enhanced standards for such positions outlined at
Appendix A.

Vil. INCENTIVES: The ability to demonstrate currency in one's technical or functional field is
a highly regarded attribute of the most marketable employees regardless of whether they work
in the private or public sectors. Notwithstanding the intrinsic value of continuous learning
activities to one's own personal development and professional credentials, successful

achievement of the standards may also be recognized and appropriately rewarded by the
Department.

Components are authorized to use achievement of these standards as one among many
evaluation factors to be considered: )
o when selecting civilian acquisition employees for advanced development
programs such as the DLAMP;
e when selecting civilian acquisition employees for assignments and promotions;
¢ as a career development feature for military officers which could enhance duty
performance and increase potential for greater responsibilities; and
« when appraising those elements of supervisory performance that encompass
workforce management and development to ensure that subordinates are given
appropriate opportunities to participate in continuous learning activities.

Viil. INDIVIDUAL DEVELOPMENT PLANS: Individual Development Plans (IDPs) or other
comparable documents wiil be used to record the workforce member’s plans for specific
continuous leamning activities. Workforce members and their supervisors will use the Career
Field Guides at Attachment 3 to design IDPs that detall specific activities to be undentaken to
meet the standards, and to address the requirements of current and projected jocb assignments
and the career aspirations of the individual. [DPs should provide a continuum of education,
training, and experiential opportunities which build upon one another, with experiential learning
opportunities integrated throughout to reinforce the knowledge and skills gained through
coursework that is taken at appropriate stages of career progression.

IX. RECORD-KEEPING AND CERTIFICATION: It is the responsibility of each workforce
member and his/her supervisor to maintain records to verify the individual's attainment of the
continuous learning standarcs. Components will be responsible for certitying acquisition
workforce members as having met the continuous leaming standards when they earn a
minimum of 80 points. Authority for issuing documentation of subordinates' attainment of the
continuous leaming standards may be delegated to supervisors. Record-keeping shall be
consistent with requirements of the Modern Defense Civilian Personnel Data System.



A. Continuous Learning Certifications will be valid for two years from date of issue, during
which time the individual is expected to continue to participate in the types of activities outlined
in this document in order to maintain his/her Continuous Learning Certification. Understanding
that work assignments may occasionally supersede previously planned and approved training
or other time-intensive developmental activities, workforce members may be allowed a three-
month grace period beyond the end-date established for meeting the standards to earn the 80
points required. Individuals who fail to meet the standards within the allotted time will lose their
Continuous Learning Certification until they eam the required points. In exceptional cases, the
Component may issue a waiver in accordance with Appendix B.

B. Ata minimum, the employee and supervisor must keep a record of:
1. the types of activities the employee engaged in to meet the continuous leaming
standards;
2. the points eamed for each activity (See Guigelines for Crediting Continuous
Leaming Activities at Attachment 1); and
3. the end-date (month and year) by which time the individual must earn 80 points (this
date will be modified every two years).

X. REPORTING: It is the Components’ responsibility in implementing this policy to establish
procedures that will ensure workforce compliance, including the development of internal
monitoring procedures for verifying workforce members' attainment of the standards. Using
compliance information that they collect for their own monitoring purposes, the Components
will provide a separate, stand-alone report to the USD(A&T) at the end of each fiscal year on
the number of workforce members who were certified as having met the continuous learning
standards during that fiscal year. The Components may subsequently request access to the
World Wide Web-based prototype system for maintaining records and metrics on workforce
members’ participation in continuous learning as described in Section X!. C. 2. below, when
that system has been funded, developed, tested, and ready for DoD-wide implementation

beyond its initial application in designated Components. Reporting shall be consistent with the
requirements of the Modern Defense Civilian Personnel Data System.

Xl. RESPONSIBILITIES:
A. The Office of the Under Secretary of Defense (Acquisition and Technology) (OUSD(A&T))
and the Office of the Under Secretary of Defense (Personnel and Reaciness)

(OUSD(P&R)) shall collaborate in establishing an oversight mechanism and evaluation
criteria for the program.

B. The DoD Functional Boards shall
1. consider continuous learning needs and resources for meeting those needs for their
career fields during their annual review of standards, and recommend courses and
programs to be pursued for acquisition personnel in their career fields: and
2. augment their existing career paths to reflect the specific acacemic disciplines,
technical functions, experiential and developmental assignments, and Leadership
Competencies to be emphasized in their respective career fields.

C. The Director, Acquisition Education, Training and Career Development shall
1. assess continuing technical, functional and leadership education and training
programs and opportunities available from private and public sector educational entities
and corporate vendors, and recommend those that address workforce needs, paying
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particular attention to degree and accredited non-degree courses available through
distance-leamning and related information age technologies, consistent with the
Defense Reform Initiative;

2. develop, in close coordination with the Office of the Deputy Assistant Secretary ot
Defense (Civilian Personnel Policy) (ODASD(CPP)) in order to ensure compatibility with
the Modem Defense Civilian Personnel System, a comprehensive plan and a prototype
for an efficient and economical approach for outsourcing the design and operation of a
World Wide Web-based system for maintaining records and metrics on workforce
member's participation in continuous leaming activities to support Components' and
workforce members' needs for assessment, crediting, record-keeping, and reporting
that is consistent with requirements of the Clinger-Cohen Act, the Privacy Act, the
Computer Matching and Privacy Protection Act, the Paperwork Reduction Act, and
current Administration policy for the protection of “Privacy and Personnel Information in
Federal Records;”

3. monitor Component implementation of this policy and recommend changes,
additions and enhancements, including realignment of resources as appropriate, to
support requirements;

4. in accordance with Appendix A, Enhanced Standards for Civilian and Military
Personnel in Leadership Positions, Section V. C., form a working group to develop
higher mandatory standards for SES/Flag and General Officer positions, and
recommend, in coordination with the Military Services, Joint Staff, and the Industrial
College of the Armed Forces (ICAF), equivalencies to the ICAF and related issues; and
5. implement and maintain availability of the Leadership Effectiveness Inventory for
Acquisition Corps members.

D. The Defense Acquisition University (DAU) shall fund all courses in the DAU curriculum
used by acquisition workforce members to satisfy continuous learning standards.

E. The Components shall

1. implement this policy, ensure workforce compliance, and support workforce
members' attainment of these standards by providing tunding for continuous leaming
activities not provided by the Defense Acquisition University;
2. provide incentives for civilian and military employees to meet the continuous
learning standards and recognize their attainment. Such incentives should include:
a. awarding Continuous Learning Certifications;
b. inclucing successful attainment of the standards as one among many factors
to be considered in selecting civilian employees for assignments, promotions,
and advanced development programs; and
c. as a career development feature for military officers to enhance
performance and potential;
3. provide incentives for supervisors to facilitate employee participation in continuous
learning activities by making support for employees to attain these standards one
element to be considered when appraising those elements of supervisory performance
that constitute workiorce management and development;
4. beginning with Fiscal Year 1999, annually provide a separate, stand-alone, end of
fiscal year report to the USD(A&T) on the number of workforce members who received
continuous leaming certifications during that fiscal year;
5. offer to administer, or to arrange for the administration of, the Leadership
Eifectiveness Inventory (LEY, or other instrument equivalent to the LEL, to Corps
membters as appropriate to ensure that Component programs for their development



address the needs of these key personnel and the requirements of the Component's
critical acquisition positions;

6. identify an appropriate share of senior acquisition positions, to be designated as
part of the Defense Leadership and Management Program (DLAMP) as defined in DoD
Directive 1430.16 issued April 11, 1997, and further ensure that acquisition
professionals drawn from all acquisition career fields are fully represented in the
DLAMP development program, for purposes of succession planning;

7. recommend to the USD(A&T) programs meeting standards established by the
Chairman, Joint Chiefs of Staff, for senior professional military education which the
Component proposes to have certified as equivalent to the Senior Acquisition Course
at ICAF;

8. identify the percentage of Acquisition Corps members that should participate in
ICAF and comparable long-term professional development programs in order to
develop a cadre of highly qualified senior managers for critical acquisition positions for
purposes of succession planning;

9. establish competitive procedures and selectthe percentage identified of civilian and
military Acquisition Corps members for participation in ICAF and equivalent programs to
ensure a sufficient future supply of qualified individuals for senior acquisition leadership
positions;

10. identify senior positions for placement of graduates of ICAF and equivalent
long-term professional development programs as far in advance as possible prior to
their graduation from such programs;

11. establish developmental and career progression opportunities for acquisition
protessionals;

12. identify, or establish, publicize and compete rotational opportunities including
Intergovernmental Personnel Act opportunities, in accordance with merit system
principles and the Component's own procedures for managing and documenting such
assignments;

13. recommend to the Director, AET&CD changes, additions and enhancements to the
USD(A&T)'s Continuous Learning Policy and program including realignment of
resources as appropriate; and

14. issue waivers to personnel who are unable to meet the standards as

provided for in Appendix B.

F. The Military Services shall
1. provide funding support for continuous learning activities of military officers assigned
to the Components outside the Military Departments; and
2. certify attainment of continuous leaming standards by military officers assigned to
the Components ocutside the Military Departments.

G. The Defense Contract Audit Agency (DCAA) shall insure that implementation of this
policy for DCAA workforce members is in accordance with continuing education
standards established for auditors by the General Accounting Office, and
consistent with existing procedures and practices for meeting these standards
currently in place in the agency.

H. Supervisors shall
1. ensure that the annual Individual Development Plans or comparable documents
prepared for their personnel include opportunities for participating in continuous
learning activities as appropriate and defined in this policy;



2. ensure, to the extent practicable within organizational, workload and funding
constraints, that workforce members are enabled to participate in the activities planned;
and

3. determine points to be credited for continuous learning activities and verify
workforce members' records so that they can receive credit for fulfilling the continuous
leamning standards.

L Acquisition personnel shall
1. identify and discuss with supervisors the types of continuous learning activities they
wish to pursue, consistent with organizational and funding considerations, during an
annual review of the Individual Development Plan or comparable document; and
2. report participation in continuous leaming activities, recommend the number of
points to be credited, and submit records of completion to their supervisors.

XIl. EFFECTIVE DATE: . This policy is effective immediately, although implementation is
intended to proceed in stages. Until funds programmed for full implementation in FY 2000
become available in accordance Defense Planning Guidance (DPG) for FY 2000, the
Components are authorized to implement the policy at the levels directed in the Interim Policy
on Continuing Acquisition Education and Training issued August 7, 1996.

o FY 1999:

Continuous learning standards effective

IDPs developed

Components initiate planning for full implementation in FY 2000

Director, AET&CD develops, tests, implements prototype system for crediting and
recording workfarce members' participation in continuous learning activities

e FY 2000:

Components commence full implementation per FY 2000 DPG

Components submit first annual report to USD(A&T) by November 1, 1999 on the
number of Continuous Learning Certifications awarded in FY 1339

Components identify percentages of military and civilian Corps members requiring
advanced development for senior positions*

Components commence competitive selection of candidates for Senior Acquisition
Course or equivalent*

SES/Flag/GO Standards Working Group reports to USD(A&T)"

« FY2002:

Enhanced Standards for Civilian and Military Personnel in Leadership Positions
take eftect*

ICAF or equivalent desired before assignment to an SES/Flag or General Officer
position®

Components impiement SES/Flag/GO Working Group.Recommendations for higher
SES/Flag/GO standards®

*See Appendix A: Enhanced Standards for Civilian and Military Personnel in Leadership

Positions.



APPENDIX A: ENHANCED STANDARDS FOR CIVILIAN AND MILITARY PERSONNEL
IN LEADERSHIP POSITIONS

[. INTRODUCTION: As the workforce becomes smaller and more is expected of all members,
particularly those encumbering leadership positions at all levels and Critical Acquisition
Positions (CAPs) (GS 14 and 0-5 and above as defined by 10 U.S.C. 1733), itis essential that
special attention is paid to Defense acquisition personnel who will assume senior managerial
and leadership roles. In planning education, training and experiential activities that will meet
the needs identified and supplement their early and mid-career development, Components
shall support continuous learning opportunities for their acquisition professionals using the
following profiles as guides/models. Where the program is available, and where the individual
has been selected for participation, the Defense Leadership and Management Program
(DLAMP) shall be used to the maximum extent possibfe.

(Note: Definitions for Team Leader, Supervisor and Manager appear at the end of Appendix A.)

Il: NON-CAP TEAM LEADERS AND SUPERVISORS: While the most senior leadership
positions in the acquisition workforce are those designated as CAPs, there are a substantial
number of non-CAP team leaders and supervisors throughout the Department who exercise
control and authority over workforce members. Effective in FY 2002, Components shall

ensure that individuals serving in non-CAP Team Leader and non-CAP Supervisory Acquisition
Positions receive appropriate training in leading people and carrying out supervisory

responsibiliies commensurate with their position assignments. The following standards shall
be met:

A. At a minimum, Non-CAP Team Leaders and Supervisors shall:
1. be certified in their career fields at the appropriate level for their positions;
2. have participated in continuous learning activities earning a minimum of 80

points over each two-year period following certification for the position encumbered, or
have obtained a waiver.

8. In addition:
1. Nen-CAP Team Leaders shall have appropriate team leader training within
18 months of being assigned to position that meets the definition of team leader,
unless the Component establishes a lesser period of time; and
2. Non-CAP Supervisors shall have a minimum of 40 hours supervisory training
within 18 menths of an initial assignment to a position that meets the definition of
supervisory, unless the Component establishes a lesser period of time.
3. ltis also highly desirable, although not mandatory, for individuals to have at least
cne informal on-the-job experience leading a project team, a Process Action Team, or

other work team before being assigned to a position which meets the definition of
team leader or supervisor.

L. ACQUISITION CORPS MEMBERS: Upon acceptance into the Acquisition Corps, military
and civilian acquisition professicnals will be given the opportunity to take the Leadership
tffectiveness inventory (LED, or other comparable instrument used by the Component, to
assess their needs for additional leadership and professional development.



V. ACQUISITION CORPS MEMBERS ASSIGNED TO CRITICAL ACQUISITION POSITIONS:
Effective in FY 2002, Components shall ensure that military and civilian Acquisition Corps
members assigned to Critical Acquisition Positions (GS 14 and 0-5 and above) meet the
following education, training and experience standards:

A. All Personnel assigned to Critical Acquisition Positions:
1. shall meet all minimum education, training and experience certification standards for
their career fields through Level ili;
2. shall have paricipated in continuous learning activities earning a minimum of 80
points over each two-year period following certification for the position encumbered, of
have obtained a waiver.

B. Personnel assigned to Team Leader, and First and Second Level Supervisory Critical
Acquisition Positions:
1. shall meet the standards for non-supervisory critical acquisition positions listed in
ltems A. 1. and 2. above;
2. shall have appropriate team leader training within 18 months of being assigned to a
position that meets the definition of team leader, uniess the Component establishes a
lesser period of time; and
3. shall have a minimum of 40 hours supervisory training within 18 months of an initial
assignment to a position that meets the definition of supervisory, unless the
Component establishes a lesser period of time.
4. ltis also highly desirable, although not mandatory, for individuals to have at least
one informal on-the-job experience leading a project team, a Process Action Team, or
other wark team before being assigned to a position that meets the definition of
supervisory.

C. Personnel assigned to Managerial Critical Acquisition Positions:
1. shall meet the standards for supervisory critical acquisition positions identified
in B. 1. and 3. above; and
2. shall have a minimum of 40 hours of managerial training within 18 months of initial
assignment to a position that meets the definition of managerial, unless the Component
establishes a lesser pericd of time.
3. ltis also highly desirable, aithough not mandatory, for individuals to have at least
one infarmal, on-the-job experience leading multiple teams or projects at a lower tevel
betore being assigned to a management position with responsibility for directing the
work of an crganizational unit.

D. Personnel assigned to Senior Executive, Flag or General Officer Positions:
1. shall meet the standards for managerial critical acquisition positions identified
in C. 1. and 2. above; and
2. prior to assignment to a Senior Executive, Flag or General Officer position,
shail have training, or proven experience in those leadership competencies appropriate
at the senior manager level.

V. SENIOR ACQUISITION COURSE AND SENIOR ACQUISITICN EDUCATION PROGRAM:
The Senior Acguisition Course called for by the statute was established in 1892 at the
Industrial Ccilege of the Armed forces (ICAF) in coordination with the Chairman of the Joint
Chiets ot Staft. DoD Directive 5000.57, which establishes the Defense Acguisition University,
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provides that the “senior course will be the preeminent course for civilian and military members
of the Acquisition Corps.”

A. Beginning in FY 2002 it will be a Desired Standard for all military and civilian acquisition
professionals to have completed the ICAF Senior Course, or equivalent, before being assigned
to a Senior Executive, Flag or General Officer acquisition position.

B. Because capacity in the Senior Course is limited, DoDD 5§000.57 also requires the Under
Secretary of Defense (Acquisition and Technology) to establish a “Senior Acquisition
Education Program for civilian and military acquisition professionals comprised of a variety of
offerings equivalent to senior professional military education to cover the broad spectrum of
disciplines represented in the acquisition workforce.” Individuals will be credited until
FY 2005 with meeting the Desired Standard i,
1. they have completed a masters degree in Business Administration, Management of
Technology, Public Administration, or a technical specialty underpinning an acquisition
function such as engineering;
2. they can demonstrate to their certifying Components through both training and
experience, that they have met the Enhanced Standards for Senior Civilian and Military
personnel appropriate for their grade/rank and position; and
3. they have attended a military War College or other comparable program
considered by one of the Military Services to be equivalent to a War College
program. Flag, General Officer and’'SES members will also complete a “Capstone”
course, or an SES training program such as APEX, the Federal Executive Institute, or a

comparable executive development course offered by a private or public institution of
higher education.

C. The Director, AET&CD, shall form a working group, to include Component civilian and
military acquisition and personnel specialists, and representatives of the Military Services, the
Office of the Under Secretary of Defense (Personnel and Readiness), and the Chairman, Joint
Chiefs of Staff, to develop higher mandatory standards for SES/FLAG and General Officer
positions. In carrying out this task, the group will also formulate a definition of equivalency to
the ICAF Senior Acquisition Course, propose courses and programs to be cenrtified as
equivalent to the Senior Acquisition Course, and recommend adjustments to ICAF capacity.
USD(A&T) will coordinate these recommendations with the Chairman, Joint Chiefs of Staff
consistent with the Chairman's policy on Officer Professional Military Education. While these
equivalencies will serve in the future to supplement currently limited opportunities for senior
education, the ICAF Senior Acquisition Course shall continue to be considered the preeminent
course for acquisition professionals. The working group established to accomplish these tasks
shall submit its findings and recommendations to the USD(A&T) by the end of FY 2000.

V1. SUCCESSION PLANNING: Consistent with Defense Planning Guidance for FY 2000, the
Components shall identify the percentage of Acquisition Corps members required for filling
future critical acquisition positions, and establish a competitive process to select the
appropriate number of civilian Acquisition Corps members at the GS 14/15 level and military
officers at the 05 level for development via ICAF or equivalent programs.
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DEFINITIONS
For the purposes of this policy, the following definitions apply:

1. Team Leader: “Team leaders work with team members to achieve specific tasks, produce
work products and services and meet program and production goals. Typically a team leader
assists the team through knowledge and application of leadership and team building skills and
techniques such as group facilitation, coordination, coaching, problem solving, interpersonal
communication, integration of work processes and products, obtaining resources and liaison
with the supervisor. Team leaders are also accountable for outcomes and results...." (Page 7,
General Schedule Leader Grade Evaluation Guide, “Part || General Schedule Team Leader
Positions,” OPM, April 1998.)

2. Supervisor: “For a position to be classified as supervisory ... the requisite supervisory and
related managerial responsibilities involve the accomplishment of work through combined
technical and administrative direction of others, and must constitute a major duty occupying at
least 25% of the supervisor's time. Supervisory work, at a minimum, includes responsibility for:
planning and scheduling work; assigning work to employees; accepting, amending or rejecting
completed work; assuring that production and accuracy requirements are met; appraising
performance and recommending performance standards and ratings; approving leave; and
effecting minor disciplinary measures. Additionally, the duties of a supervisor typically include
prioritizing and scheduling work, and finding ways to improve the quality and/or quantity of the
work directed.” (Pages 11 and 12, General Schedule Leader Grade Evaluation Guide,
“Ditterences Between Team Leaders and Supervisors,” OPM, April 1998.)

3. First Level and Second Level Supervisars: “A first level supervisor personally directs
subordinates without the use of other, subordinate supervisors. A second level supervisor
directs work through one layer of subordinate supervisors.” (Page 9, General Schedule
Supervisory Guide, “Other Definitions,” OPM, April 1998.)

4. Manager: “The authority vested in some positions under the General Schedule which
direct the work of an organizational unit, are held accountable for the success of specific line
or staff functions, monitor and evaluate the progress of the organization toward meeting goals.
and make adjustments in objectives, waork plans, schedules, and commitment of resources.”
(Page @, General Schedule Supervisory Guide, "Other Definitions,” OPM, April 1898.)
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APPENDIX B: WAIVERS

. CONTINUOUS LEARNING STANDARD: Acquisition personnel who have completed the
certification requirements for the positions they encumber are expected to eamn a minimum of
80 Continuous Leaming Points every two years, from the date of certification for the position
encumbered or from the date of the prior two-year continuous leaming certification.

A. Grace Period: Workforce members will be allowed a three-month grace period
beyond the two-year anniversary date established for meeting the continuous learning
standards to eamn the 80 points required. If the individual has still not met the standard with
the addition of the grace period, the Component may issue a waiver.

B. Authority to Grant Waivers: Components may not waive the requirement for an
acquisition workforce member to earn 80 continuous leaming points; Components may only
waive the requirement that the points must be earned in 27 months. Components may issue a
waiver of the time period in which the workforce member must meet the standard when
funding constraints, work assignments, personal hardship or other circumstances beyond the
employee's and supervisor's control resuit in an inability to meet the standards in any twenty-
seven-month period. Waiver approval authority shall be no lower than one tier above the
individual's supervisor, or at the SES, General or Flag Officer level, whichever is lower.

C. Waiver Procedures: The waiver should be issued with a finite expiration date that
is based on the number of points which the employee lacks in meeting the standard. For
example, if an employee lacks all 80 continuous learning points, the waiver may be for a two
year period. If the employee only lacks 40 points of attaining the standard, then the waiver
may be issued for one year. Once a waiver is issued, the individual is expected to eamn the
continuous leaming points required in the timeframe established in order to attain or regain
his/her Continuous Learning Certification.

D. Waiver Limitation: The need to extend the time period covered by the waiver
should be extremely rare. Extension of the waiver time period should be done only due to the
most exigent work requirements beyond the Component's control, or severe personal
hardship.

[I. ENHANCED STANDARDS FOR CIVILIAN AND MILITARY PERSONNEL IN LEADERSHIP
POSITIONS: Effective FY 2002, Components shall ensure that workforce members serving in
non-CAP team leader and supervisory positions, in non-supervisory CAP positions, and in
CAP supervisory and managerial pesitions, meet the Enhanced Standards for Civilian and
Military Personnel in Leadership Positions consistent with the position to which they are
assigned. Besides the applicable continuous leamning and certification standards for which
waiver processes are addressed elsewhere, incumbents of positions which meet the
definitions of “team leader,” “supervisor,” and “manager” are required to have appropriate
training tor these duties within 18 months of assignment to the position.

A. Time Period for Achieving the Standard: The Standards ailow workforce
members 18 months to receive the appropriate team leader, supervisory or managerial training
apprepriate for the position encumbered. If the individual has not met the standard within 18
months, the Component may issue a waiver.
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B. Authority to Grant Walvers: Components may not waive the requirement for a
team leader, supervisor or manager to have the required training. Components may only
waive the requirement that the training must be completed in 18 months. Components may
issue a waiver of the time period in which the workforce member must meet the standard when
funding constraints, work assignments, personal hardship or other circumstances beyond the
employee's and supervisor’s control result in an inability to meet the standards in an 18-month
period. Waiver approval authority shall be no lower than one tier above the individual's
supervisor, or at the SES, General or Flag Officer level, whichever is lower.

C. Waiver Procedures: The waiver should be issued with a finite expiration date that
provides sufficient time for the employee attend the required training.

D. Walver Limitation: The need to extend the time period covered by the waiver
should be extremely rare. Extension of the waiver time period should be done only due to the
most exigent work requirements beyond the Component's control, or severe personal
hardship.
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GUIDELINES FOR CREDITING CONTINUOUS LEARNING ACTIVITIES
ATTACHMENT 1

L. ABOUT THE GUIDELINES: The Guidelines for Crediting Continuous Learning Activities are
modeled on the practices of a sample of professional societies representative of the
acquisition career fields. Many of these professional societies and associations use a point
system to evaluate the qualifications of applicants and certify.them as meeting the
organization's professional standards for membership. By using a point system, the
organization is able to establish a common denominator for crediting and recognizing a variety
of disparate activities that members can engage in to maintain their functional or disciplinary
proficiency and professionalism. Typical among activities which many professional
associations and societies encourage and recognize for membership are participation in
training, continuing and advanced education, experience, and professional contributions to the
field, such as patents and research papers.

The Guidelines are to be used as an aid by employees and supervisors in arriving at point
values for specific continuous learning activities. As itis impossible to develop an all-
encompassing list of continuous learning activities and their point values, the Guidelines are
intended to provide suftficient examples of creditable activities and a range of point values to

assist the supervisor and employee in establishing the points to be awarded in individual
circumstances.

ll. APPLYING THE GUIDELINES: It is expected that supervisors and acquisition personnel
will use the Guidelines and their own professional judgment in arriving at points to be awarded
for any activity undertaken to meet the Continuous Learning Standards. In cases where the
application of the Guidelines may be unclear, supervisors and employees will want to identify
an activity addressed in the guidelines that is most like the activity under discussion to arrive at
a point value. While supervisors have the authority to establish points for activities that require
interpretation and application of the principles underpinning the guidelines, concemns of
employees may be addressed through applicable dispute resolution procedures.

All workforce members shall participate in continuous learming. For workforce members who
have not yet met certification standards for the positions they encumber, completing their
certification training and undertaking on-the-job experiential assignments that enable them to
learn new skills, are the appropriate activities. (See the Career Field Guides for examples of
activities appropriate for each career level.) Until certified for the positions they encumber, it is
not necessary to award and track continuous learning points or issue Continuous Learning
Certiticates for these workforce members. However, maintaining records and centifying that

the 80 point standard has been met are important for individuals who have been certified for
the positions they hold.

Moreover, it should be noted that the 80 point standard is a minimum, rather than a maximum,
requirement. Because of the desire to ensure that workforce members stay as current as
possible, it is highly recommended that individuals who complete the minimum 80 point
requirement in the first year of a two-year cycle, engage, in addition, in some moderate
continuous learning activity during the second year of the cycle. Activities to stay current, such
as attending a satellite broadcast on acquisition reform, or reviewing audio or video tapes or
other instructional material, would be appropriate.



fit. CATEGORIES OF CREDITABLE ACTIVITIES: The four categories of creditable activities
are Training, Education, Expenence, and Professional Activities. The suggested point values
for the variety of activities that can be undertaken in each category are presented on the chart
that follows.

A. Tralning Category: The Training Category includes functional, technical and leadership
training taken on-site or by distance leaming (described in paragraph 1. below) from private
and public higher education institutions, industry, training vendors, professional associations,
DoD schools, including military education institutions, and other federal training and education
institutions. While academic credit is not typically awarded for training courses, in some cases
the organization providing the training may award Continuing Education Units (CEUS) for
successful completion of training. (See the discussion which follows in paragraph 2. below for
information on converting CEUSs to points.) Applicable subject matter is covered under the
Continuous Leaming Standards, Section V, Paragraphs A and B, of the foregoing USD(A&T)
Policy on Continuous Learning for the Defense Acquisition Workforce. Approving officials
shall ensure that offerings are certified by a nationally recognized accrediting organization or
professional association.

1. DISTANCE LEARNING: Training (and education) courses can be taken by a variety
of distance learning methods, including satellite downlink, videotape, Intranet and
Internet, CD ROM, and written correspondence. Courses that do not provide academic
credit or Continuing Education Units for conversion to points per the Guidelines should
be assigned credit points by using the standard of one point per 60 minutes of time
devoted to the learning activity. if an Internet course, CO ROM or other computer-
based course carries a “running time” estimate, then that estimate should be used to
determine the points to be awarded (one point per 60 minutes of “running time").

2. CONTINUING EDUCATION UNITS: The International Assaciation for Continuing
Education and Training (IACET) defines a Continuing Education Unit (CEU) as “10
contact hours (60-minute hours) of participation in an organized continuing education
experience under responsible sponsorship, capable direction and qualified instruction.
Instructional hours do not include time involved in coffee breaks, meals, social activities
or business and committee meetings.” CEUs are not measures of academic credit.
The Defense Acquisition University (DAU) is a member of [ACET, a non-profit
membership organization of over 650 organizations and individuals involved in
continuing education and training. As such, DAU is a certified provider of CEUs. The
DAU print and on-line catalogs provide a listing of CEUs for each DAU course. CEUs
designated in the DAU catalog for each course should be used as the basis for point
conversions for crediting successful completion ot a'DAU offering. Because the IACET
standard is cne CEU for every 10 hours of instruction, the conversion value is 10 points
for each CEU earned, or the equivalent of one point per hour of instruction. For
example, DAU has assigned 3.6 CEUs, the equivalent of 36 hours of instruction, to the
course, "CON 301 Executive Contracting.” In applying the Guidelines, an individual
completing this course would receive 36 points.

B. Education Category: The Education Category encompasses courses taken on-site or by
distance-leaming from accredited public and private institutions of higher education that award
uncergraduate or graduate academic credit, degrees, or CEUs for successiul completion of
the course. Applicable subject matter is covered under the Continuous Learning Standards,
Section V, Paragraph C, of the foregoing USD(A&T) Policy on Continuous Learning for the



Defense Acquisition Workforce. Degrees attained are creditable only in the year they are
eamed.

C. Experience Category: The Experience category includes on-the-job experiential
assignments and intra and inter-organizational rotations and developmental experiences, both
within DoD, other federal agencies, and with industry. Such experiences must comply with
applicable statutory, regulatory and DoD policies and procedures as outlined in Section V.
Paragraph D.2 of the foregoing USD(A&T) Policy on Continuous Leaming for the Defense
Acquisition Workforce. To insure that on-the-job assignments do not limit participation in other
types of learning activities, credit for on-the-job assignments performed at the duty station may
only total 20 of the 80 points required in a 2-year period. While supervisors and empioyees
will use their own discretion in arriving at a reasonable point value tb be awarded for rotational
and developmental assignments, a sliding scale is recommended. For example a 9 to 12
month rotation to another organization may receive the full 80 points; a 6 to 8 month rotation,
60 points; and a 3 to 6 month rotation, 40 points. For a more complete description of
experiential and developmental assignments, see the Continuous Learning Standards, Section

V, Paragraph D of the USD(A&T) Policy on Continuous Learning for the Detense Acquisition
Workforce.

D. Professional Activities Category: The Professional Activities Category encompasses
activities sponsored by professional societies and associations that enable acquisition
professionals to stay current in their functional or technicat disciplines or in acquisition reforms,
as well as other professional activities unrelated to society participation, such as teaching,
lecturing, and speaking at symposia and conferences. Acquisition professionals’ participation
in professional societies and associations, as well as in activities such as teaching, lecturing,
publishing and writing, shall be consistent with the Standards of Ethical Conduct for
Employees of the Executive Branch, 5 C.F.R. Part 2635, issued by the Office of Government
Ethics. Participation in professional associations is encouraged; however, DoD is unable to
reimburse employees for membership expenses per 5§ U.S.C. 4109(b). A description of
professional activities creditable under the Guidelines is found in the Continuous Learning

Standards, Section V, Paragraph E of the USD(A&T) Policy on Continuous Leaming for the
Defense Acquisition Workforce.

)
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GUIDELINES FOR CREDITING CONTINUOUS LEARNING ACTIVITIES

ATTACHMENT 1

reditabl@AGivities). ... 1 84 Point Créditi{See’
DAU Certification Courses 10 Per CEU/See DAU Cataiog
DAU Continuing Acquisition Training 10 Pec CEU/See DAU Catalog
DAU Assionment Specific Courses 10 Per CEU/Ses DAU
Other Continuing Acquisition Training 1 point per 60 minutes instruction
Team Training 1 point per 60 minutes instruction
Mentor Training 1 point per 60 minutes instruction
Training with Industry (See Note 2) 1 point per 60 minutes instruction
ManagemenvLeadership Training _ 1 poirt per 60 minutes instruction
Equivalency Exams (See Note 3)

Education-SaRiatues

Quarter Hour 10 Per Quarnter Hour
Semaester Hour 15 Per Semester Hour
AA 10 (See Note 4)
BS/BA 20 (See Note 4)
MS/MA 30 (See Note 4)
PhD 40 (See Note 4)
Continuing Education Unit (CEU) 10 Per CEU
Equivalency Exams (See Note 3)
Qn-the-Job Experiential Assignments Maximum 40 points in 2 years

Rotaticnal/Broadening Assignments

Maximum 80 pointsin 2 years

Experience with Industry (See Note 2)

Maximum 80 points in 2 years

IPT/Special Project Team Member

Maximum 20 points in 2 years

IPT/Special Project Team Leader

Maximum 20 points in 2 years

Mermor

Maximum 10 points in 2 years

SUpervesor.

Cetense.” agply.

awarded

Professional Activities:
Professional Examination, License or
Cenificate, e.g., CPA, PE 10 1o 30 points (See Nota 5)
Active Association Membership S points
2 points for each hour of presentaton;
Teaching/Lecturing (See Nc:2 6) maximum 20 in 2 years
SymoosiazConference Presentatons (See 2 points lor each hour of presentaton;
Note 6) maximum 20 in 2 years
1 point per 80 minutes of contant;
Workshco'Caonference Attendance maximum 8 per day
Punlications: {See Notes 6 and 7}
Texts 251040
Technical Papers, Monograohs, etc. 1010 25
Consulting (Saee Note 6) 101025
Patants 15 to 40 (See Note §)
NOTES:

1. Minimum requiremert is 80 points over two years. Documentation and verdfication are the responsibiity of the empioyee and
2. The inlergovemnmental Personnel A and DaD Cirective 1000.17, “Detail of DoD Personnel 1o Duty Outside the Depariment of

J. Equivaiency exams laken n feu ot completing 3 DAU tramning course, or an academuc cowrse, may recerve the same number ol
ports that would be awarded lor aciual compietion of the course.

4. Poris lor degrees may be credied n adddion to quarter hour or semesiar-hour pants. but only n the year in which the degree s

5. A prolessianal license or a patent award may be counted only in the year indially receved.

6. See Secion V. Paagrapns D ang £ enpages 7 and 8 of this Palicy for compliance requirements.
{- Publicatens may be credded oruy n the year pubushed.
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LEADERSHIP COMPETENCIES
ATTACHMENT 2

Based on extensive research of government and private sector executives, the Office of
Personnel Management (OPM) has identified those leadership competencies defining the
personal and professional attributes that have been determined to be important for successtful
performance in the Federal sector.

OPM's designation of the leadership competencies organizes them within the five Executive
Core Qualifications (ECQ) required of all members of the Senior Executive Service, and
defines them as follows:

A. ECQ 1 Leading Change: Encompasses the ability to develop and implement an
organizational vision which integrates key national and program goals, priorities, values,
and other factors. Inherent to it is the ability to balance change and continuity — to
continually strive to improve customer service and program performance within the basic
Government framework, to create a work environment that encourages creative thinking,
and to maintain focus, intensity and persistence, even under adversity.

Leadership Competencies

1. Continual Learning: Grasps the essence of new information; masters new
technical and business knowledge; recognizes own strengths and weaknesses;
pursues self-development; seeks feedback from others and opportunities to master
new knowledge.

2. Creativity and Innovation: Develops new insights into situations and applies
innovative solutions to make organizational improvements; creates a work environment
that encourages creative thinking and innovation; designs and implements new or
cutting-edge programs/processes.

3. External Awareness: |dentifies and keeps up to date on key national and
international policies and economic, political, and social trends that affect the
organization. Understands near-term and long-range plans and determines how best
to be positioned to achieve a competitive business advantage in a global economy.
4. Flexibility: Is open to change and new information; adapts behavior and work
methods in response to new information, changing conditions, or unexpected
obstacles. Adjusts rapidly to new situations warranting attention and resolution.

5. Resilience: Deals effectively with pressure; maintains focus and intensity and
remains optimistic and persistent, even under adversity. Recovers quickly from
setbacks. Effectively balances personal life and work.

6. Service Motivation: Creates and sustains an organizational culture which
encourages others to provide the quality of service essential to high performance.
Enables others to acquire the tools and support they need to perform well. Shows a
commitment to public service. Influences others toward a spirit of service and
meaningful contributions to mission accomplishment.

7. Strategic Thinking: Formulates effective strategies consistent with the business
and competitive strategy of the organization in a global economy. Examines policy
issues and strategic planning with a long-term perspective. Determines objectives and
sets priorities; anticipates potential threats or opportunities.

8. Vision: Takes a long-term view and acts as a catalyst for organizational change;
builds a shared vision with others. Influences others to transiate vision into action.



ECQ 2 Leading People: Involves the ability to design and implement strategies which
maximize employee potential and foster high ethical standards in meeting the organization’s
vision, mission and goals.
Leadership Competencies
1. Conflict Management: ldentifies and takes steps to prevent potential situations that
could result in unpleasant confrontations. Manages and resolves conflicts and
disagreements in a positive and constructive manner to minimize negative impact.
2. Cultural Awareness: Initiates and manages cultural change within the organization
to impact organizational effectiveness. Values cultural diversity and other individual
differences in the workforce. Ensures that the organization builds on these differences
and that employees are treated in a fair and equitable manner.
3. Integrity/Honesty: Instills mutual trust and confidence; creates a culture that fosters
high standards of ethics; behaves in a fair and ethical manner toward others, and
demonstrates a sense of corporate responsibility and commitment to public service.
4. Team Building: Inspires, motivates, and guides others toward goal
accomplishments. Consistently develops and sustains cooperative working
relationships. Encourages and facilitates cooperation within the organization and with
customer groups; fosters commitment, team spirit, pride, trust. Develops leadership in
others through coaching, mentoring, rewarding, and guiding employees.

C. ECQ 3 Resulits Driven: Stresses accountability and continuous improvement. It includes
the ability to make timely and effective decisions and produce results through strategic
planning and the implementation and evaluation of programs and policies.

Leadership Competencies

1. Accountability: Assures that effective controls are developed and maintained to
ensure the integrity of the organization. Holds self and others accountable for rules
and responsibilities. Can be relied on to ensure that projects within areas of specific
responsibility are completed in a timely manner and within budget. Monitors and
evaluates plans; focuses on results and measuring attainment of outcomes.

2. Customer Service: Balancing interests of a variety of clients; readily readjusts
priorities to respond to pressing and changing client demands. Anticipates and meets
the need of clients; achieves quality end-products; is committed to continuous
improvement of services.

3. Decisiveness: Exercises good judgment by making sound and well-informed
decisions; perceives the impact and implications of decisions; makes effective and
timely decisions, even when data is limited or solutions produce unpleasant
consequences; is proactive and achievement oriented.

4. Entrepreneurship: Identifies opportunities to develop and market new products
and services within or outside of the organization. Is willing to take risks; initiates
actions that involve a deliberate risk to achieve a recognized benefit or advantage.
5. Problem Solving: dentifies and analyzes problems; distinguishes between
refevant and irrelevant information to make logical decisions; provides solutions to
individual and organizational problems.

6. Technical Credibility: Understands and appropriately applies precedures,
requirements, regulations, and pelicies related to specialized expertise. Is able to make
sound hiring and capital resource decisions to address training and develcpment
needs. Understands linkages between administrative competencies and mission
needs.



D. ECQ 4: Business Acumen: Ability to acquire and administer human, financial, material,
and information resources in a manner which instills public trust and accomplishes the
organization’s mission, and to use new technology to enhance decision making.

Leadership Competencies

1. Financial Management: Demonstrates broad understanding of principles of
financial management and marketing expertise necessary to ensure appropriate
funding levels. Prepares, justifies, and/or administers the budget for the program area;
uses cost-benefit thinking to set priorities; monitors expenditures in support of programs
and policies. Identifies cost-effective approaches. Manages procurement and
contracting.

2. Human Resources Management: Assesses current and future staffing needs
based on organizational goals and budget realities. Using merit principles, ensures
staff are appropriately selected, developed, utilized, appraised, and rewarded; takes
corrective action.

3. Technology Management: Uses efficient and cost-effective approaches to
integrate technology into the workplace and improve program effectiveness. Develops
strategies using new technology to enhance decision making. Understands the impact
of technolagical changes on the organization.

E. ECQ5: Building Coalitions/Communication: The ability to explain, advocate and
express facts and ideas in a convincing manner, and negotiate with individuals and groups
internally and externally. It also involves the ability to develop an expansive professional
network with other organizations, and to identify the internal and external politics that
impact the work of the organization.

Leadership Competencies

1. Influencing/Negotiating: Persuades others; builds consensus through give and
take; gains cooperation from others to obtain information and accomplish goals;
facilitates “win-win" situations.

2. Interpersonal Skills: Considers and responds appropriately to the needs, feelings
and capabilities of different people in difterent situations; is tactful, compassionate, and
sensitive, and treats others with respect.

3. Oral Communication: Makes clear and convincing oral presentations to individuals
cor groups; listens effectively and clarifies information as needed; faciiitates an open
exchange of ideas and fosters an atmosphere of open communication.

4. Partnering: Develops networks and builds alliances, engages in cross-functicnal
activities; collaborates across boundaries, and finds common ground with a widening
range of stakeholders. Utilizes contacts to build and strengthen internal sugport tases.
5. Political Savvy: Identifies the intemal and external politics that impact the work of
the organization. Approaches each problem situation with a clear perception of
organizational and political reality; recognizes the impact of alternative courses of
action.

6. Written Communication: Expresses tfacts and ideas in writing in a clear,
convincing and organized manner.



NOTIONAL CAREER FIELD GUIDES
ATTACHMENT 3

The following 10 Notional Career Field Guides have been developed to assist acquisition
workforce members in planning for continuous leaming activities that enhance and enrich
professional growth and development while enabling them to stay current with acquisition
reforms.

Each guide summarizes the mandatory and desired education, training and experience
standards established by the Under Secretary of Defense (Acquisition and Technology) for
workiorce members in the respective Acquisition Career Fields. Suggested continuous
leaming activities that enhance and supplement the mandatory and desired standards are
presented for each standard at each level ot career field progression, along with leadership
competencies recommended for workforce attainment at appropriate stages of career
development.

The guides are offered as a framework for personnel to use in systematically planning for and
tailoring their IDPs to take advantage of a wide range of education, training and experiential
opportunities as appropriate throughout their careers. By using the guides in this way,
workfarce members can integrate continuous leaming opportunities into a comprehensive and
personalized road map for career long professional growth.
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ﬁ Y 1999 Notlonal Development Gulde for the Contracting (including Conslruction) Career Fleld

Certilication Levels Level] ' Levelll Levelll
Grado GS-6lo88nd 0-1t0 O-3 G3- 9to12aend 0-310 04 GS-13/0-4 G314a 18705808 |+ . BES a.mlonoaoo«
Carest Category Entry Lovel / inteing Mid-Level Acquisition Corps* Critical Aoquisition Positions )
Managcerlal eadership Recommended teadership Compelencies Recommended Leadership Compatencies
o n_ | Goal Continual Learning Resience Cuslomer Service External Awarenoss Confiict Mansgement Culiursl Awarensss
D o equm aoo * Cresbvily snd Innovation Inleguiy/Honesty Decisivenoss Service Molivetion Team Buikding Entrepreneurship
{LE} oF equalent Flaxibility Accouniability Problem Solving Statagic Thinking Finsacial Manegament Technology Mansgement
soministered al entiy Into the |y gennical Credibibiy Inlorpersonal Shilly Orol Communication Poiticat Savvy Resources Mansgement Vision
Acquisition Colps) Written Communication influencing/Negatiating Partnering
CON 202,204,210
T Mandatory Standards CON 1018nd CON 104 Assignment speciic courdes s required CON 301 and 333
R Deslired Standards None Nono 2 Weeks Management and Leadership Tralnlng
A
* Levei | & I Cross Tiaining, o *Team Leader Training . ] .
! m * Elective Atsignment-Specific Coursen - | * Supervisors: 40 hours o.._iss.« Traking * Gout, Univ, inatiute end Prof
N +Lovel | Cross Tealning (6 g Audiling), or See DAL Caislog o M s: 40 hours rial iraining .| Assoc courses and ooa_SI-
\ + Level Il Certification Training + Lavel ili Carnfication Training . Lovel . 1,1l Cross Trskokng - ’ .u_.s sddrese appropriste ;
Enhancements | . fraining in eppropriate leadschlp + DOD and Federsl Seminars which + Coursas & eminars (qovemment end private) "« BES Courses W
N competencies address spproprste leadership éa...:.. leaderstvp compelencies, e.g. DLAMP sescorsse
(¢} ) compotencies, @ g, DLAMP « Federsl Executive instiute (FEI) a0 APEX
« Team Leader/Supervisoty Tinining
HS/DA or 24 semeter hotrs horn soLOUNling busineps
Mance, iew, conrects, purthasing. sconomics. nduibial
Mandatory Standards |mensgemers, marteting. quaritative maihous, organizahon Same as Level | Same »s Level )
E and mansgement, of pass squivaiency sxame, o 10 yeaid
D arpertence 83 of Oct 1, 1091
v aduate studles in Bus)
¢ Dosirod Standards None e o or Procurement Masters in Business Adminiatration of Procurement
A ”
T m » Coinpiete Busmoss Coursas » Complete Masiers C
* Begh 24 Semasior Businass Howss, or « Compiets Masters in Bualnoss ¢ Lavel |1 e0uchiion requirements in secondary caresr Aeld Felowships -
! + Complete BB/BA, of Administration or Procurement + Continuing Education courses in Contracling of reteied + Benlor Acquisiion Course of
o Enhancements] * Do preduate aludes n Businens « Continving Education courses in fekds; DLAMP courses : acuivalert desired FY2002
N Adminisiration of Procrement rolated helds + Education or Training with industry (EW1/ TWI) .
+ Prolessional carfhication « intermadiate or Benior PME (Including BAC)
£ Mandalory Standards One year In contractng Two yoars in contracting Four yesrs in contracting 10 yoars in -oa.tggso:n)ﬂign. 4
X Desired Standards None Two more yeats In contracting Four more years in contracting None
P
E m + OJT and devolopmonial assignmaents hat sddress
R + Q4T and davek that sppropriste feadership competencies - BES ssbbaticels and
) + DJ1 mid devalopmentat sssignments that address -::Sx_lo t&oa:i « 3.8 month sssignment iy 8 dMferent organtzefional / " e G_ _.a..
addre3s eppropriate leadership compelencies competencies functional aetting. ¢ 9 ocf .| sxpertence in st lsedership
E Enhancamaents| * iMemships provisng exposuce ia ot inbia- « One 3.6 month assignment proviiing for selacied members: comptencies
N organizationsl or Anctional selings exposure (0 othes inkra-orgentrationsl of g%%ix
c . functionat setiings, 8.5, DLAMP « intornatip with Congress. instdes, of 8 FFRDC
+ B0 ON & 198M OF 3rve 83 8 leam leader 998156-&5!58!18!18!!3
E (0.0., OFPP, Energy) .
+ Assignment 10 manige two of more leams
vy n v, cORMRCES.

¢ {2}AD

"HOTE Craetia k0 salechon nita the Acquistion Corpe nckude (1) Four yems squsk
puichasty. aCONOMICH, Industial managoment markelng, quanutetive mathode organizeton and manageaent, of {
onam (See Appendix M for speciic requiements for Acquiston Corpe -3.:..3 n.!: by exam

s2is degres of coruhcabon by an ACPB, and {3s) Al lesst 24 Samester hours from smong e &
3b) Al Iesst 2¢ semesier redi hours In the indrvidual s Caree: Seld end :ilgﬂiigs!gt
neton is deecled by 10 USC. 1732 and covered I DoD Insruciion S000 58 {references {d) snd (g)).

tod In 3. of {3¢) Pass 8 squivalency

L

Comparabla activities should ba undedaken by GS-1105 22..33,

WiTRe




FY 1999 Notional Development Guide for the Acquisition Logistics Career Fleld

Certification Levels , _ Levell ¢ Lavelll Level il o
Grade : QS5 -5to 9 end O-1100-3 GS- Blo 12 and O-2 10 O-3 G8-13/04 - G314 418/0-5808 | .- SES hm.bnoas«
1. Careet Catlegory ‘. | -7t . Eniry Level/Inlema ! " Mid-Level oL Acquisition Corps® =i | ! .. ! Critical Acquisition Positions B
Manageilalieadershi Recommended Leadership Competoncias Recommended Leadership Compsiancies
0 G P Continuel Losming Roslience Customor Bervice Extornal Awsrensss Conhict Mansgement Cuttursl Awsreness
Development Goals Craatvity and Innovation tntegrityHonesty Docisivencss Servics Motivation Team Bullding Entreprensurship
{LE] or equivalent £lanibility Accountabllity Problem Soiving Strategic Thinking Financisl Management Technology Management
sdministered af enlry infa the  Iyechnical Credibility Interporsonal Skitls Oral Communication  |Political Sevvy Resources Mansgement  Vision
Acquisitron Corp3) Wiltten Communicalion influencingMegotisting Partnering
. Mandatory Standarda ACQ 101 80d LOG 101 ACQ 201; 100 201 s 203; nd LOG 204 o7 LOG 304
R g Dosicod Standards None SYS 201 None
> =
: + Assignment Specific Training + Toam Leader Tralning _
! w + Govi, Univ, ‘it and :ﬂ
N  Lavel| Cross Training (o9 Prog Mgmt),or | Levet!8 ! Cross Training, of + Supervisors: 40 hours Supervisory Talnng * A1S0C Courses and seminars
« Level Il Cortification Tratning + Level I Cartification Training » Managers: 40 hours managerial ualog . which sddress sppropriele -
! Enhancements | . yrsining in sppropriate leadership = DoD and Feders! Seminars which « Levell i, MiCrosa Tralning © - o
N compatencies 8ddiess pppropriste leadership + GowPvi Leadership Courses & mﬁ:!!- o0, DLAMP "m. u__-_ao.-uo.-_!oo:i..t.. .ux.t. . “ 1l
a competencies, 8 g, DLAMP + Federal Executive Instihule .mma _ *Capeione,” APEX Courses
+ Tesm Leadet/Supervisory Training S R S s e i
E Mandatory Standards None None None
D BS/BA In lechnical, scentific, or
u w_ Dosirod Standards|  managerial ficld Same as Level | Masters in lechnical, sclentific, or managerial field
c
) bal . . ' - .
T + Complete 12/24 hous | < Complete Masters . |+ Fobowships’
+ Complete BS/DA + Confinue Masters in lochnical, sclentific, or .5.:...9;!83»!!.::8&383?: 1 o
1 « Bogh 12 / 24 Semeator Businoss Hours, or as.o..... neid « Continuing Education couses s>8.t¢s Logletice % R 3!!!%;. oll!ﬁl
o Enhancoments| , gooi, Masiers In technical, scientiic, or + Continuing education courses In o related Reide; DLAMP courses . !
N ,

+De 0n & team of serve a8 & leam leader

menegement feid Acquisiion Logislics or reisted fiekde + Ecucstion or Tralning wilh Industry B\s:s_.

. » Profeasionsi certiicaiion .Iilgggg .

€ Mandatory Standards One year In acquisttion Two yoars in acquisibon logistics Four years in acquisition logislics 10y 5- o>v_ o !

X Deslired Standards None Two more years In acquisibon logistics Four more years in acquisition logistics None

M + OJT and dovelopmentsl assignments fal address sppropriate

R + OJT and developmentsl nis that rvoaai.”ohzuis-giﬂulk-f1~ SES Setbalicels and specil

i « OJT snd developmeontat sasignments that 8ddress sppropriaie ..&oazu funciionsl s, 0 9., DLAMP 10 compiste experience
sddress sppropriste lesdership competences For " ".Ilci..i.

E Enhancoments|  competencies + One 3-8 Month sasignment providing « Brosdening -...9..!.. secondary caner eid. P o™

N . _a.:..; §§ eaxponse to othe Sxposue 10 oftwy ;EEE or * intermahip with g!- Instiutes, or a0 FERDC

C Intra-orgenizetiona of funclional setligs funcional settinge, @ g.. DLAMP « Broadening sssignment, olhar Federst sgencies

E

Xiry

THOTE Cineria for selochon kito Ihe Acquisiion Corps inchude (1) Fous yesrs scy

ox -a..m..»&..!-_. W M lr spaciic requiremants for Acquisition Corpe

Creds by exar

Is dracled by 10U SC 1732 and

16 degres of casshcation by an ACPB, 3 {39) Al lessl 74 sameeier hours from smong 1he &
9. sconomics_industiial menegemsnt. markeling, quenitsiive mefods. e.e.!:u!! and management, of (3b) AL least 24 semesher credit how's in Bw hdividuals career feld and 12

Tnance, tew, Corieecks,

houwrs or

o aed

5000 58 ( {d) ond (gl).

d 1 DoD &

pvatert ¥oining 1 e discipines Ssted In 3¢; o (3c) Perss 81 Squstoncy

wiTne
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FY 1099 Notional Development Guide for the Auditing Career Fleld

compelancies

* Tesm Leader Supervisory Tralning

+ Federsl Exscutive instmde (FEN)

Certification Levels ! Levell ! Levelll e b Lavel ) S e
Grade | (38-6to GS-7 Q8-0loG8-12 G8-13 « v G8-148156 ' | . . BEB .- i e
t.. .- Career Category ' i t . Enlry Level / Interns -~ ' Mid-Level Acquisition Corpa® - | | . - Critical Acquisition Positions <~ ¥
ManagserisiAeadership Recommended Leadership Compelencies Recommended Leadership Competencies
Development Goals Conlinual Leaming Resilience Customer Service Extornal Awareness Confict Management Culursl Awereness
el pm ol Creativity and Innovation IntegsityMHonesty Decisiveness Service Motivation Team Buliding Entreprensurship
-%.LE&M nwnag om.a the  |[lexiiliy Accountabihly Problem Sotving Strategic Thinking Finencial Management Technology Management
st an Technical Credibiiily Interporsonal Skills Oral Communication  |Polilical Savvy Resources Management Vision
Acqulsiion Corps) Wiltten Communicotion Influencing/Negoliating Parnering
T [Mandatory Standards AUD 1130 AUD 1320 or 4120 or 4230 For Supervisory posttions: AUD 8560
Any coursat among AUD 140, 1560, 5632,
n w Desired Standards AUD 6115 Ses0. 8779, 6220, or 8240 AUD 1275, or 4030, or B840, or CON 301
. . * Lovel | & Il Cross Training, or, + Team Leader Training : Got, Univ, ns¥ute and Prof
-u 253_ | Cross Trsining (e g. Conticting), + Level i Certificstion Training » Bupervison: 40 hours Supervisary Training As80C Courses and seminern
‘ + DoD and Fodorol Seminars which + Managers: 40 hours menagerisl Walning which addrasa appropriese .
| Enhancements |* Lavel || Certification Training address appropeiste leadership o Lavel] W, 1l Croas Training - feadership competencies .
N m Tralning in sppropriale leadership compelencios, 0.g.. DLAMP + Gov/Pvi Leadership Courses, 9.0., DLAMP o,

BS/BA In Accounting OR BS/BA In rolaied fiald with 24

» Same ae Lovell

quaiifications

E scoountin

D | Mandatory Standards oo O setvaom cornaton o sccoamy | 1 Forora #8.08 0, sttt oreqavsent o 2 Same as Level | education requirements

U oxperience, colege education, and Vaning years of greuste education

C « Begin graduale siudles leading 1o

A Dosired Standards None e o tPA, CMA, Masters in Accounting, Business Adminisiration, Management or & related fleld.

T CIA, or CISA)

| + Complete BS /BA, or, * Continue Mastors in Mansgement |+ Compiete Masters o « Fofowships - (11

o « Complets courses for 24 semesier or Business .Ea.&ﬁ?%!%gg, -] « Senior Aoquishion Course of

0 Enhancements | * 1oryin Accounting, or, » Continuing Education courses In [ Colng B4 b N ey 1 vam T + oquivelent desired FY2002
+ Begin Masters in gement of . Auditing or related fleids - « Bonlor Acquisition €< (8AC) . St DIVDE Co
Moet OPM Entry Level Quaricaton Standards for Auditing experience of increasing o Meet Levels 18 2 OPM Quelificstion Stendards

Mandatory Standards | Sedes. o, BS/BA w24 hours n Accounbing complexity and responsibility » Supervisory sudiions must also meet sdditonal OPM

Accounling/Auditing work in

Parorm increasingly complex

10 years in acquiskion, 4 of

. sudits for normat ression aniza
w Desired Standards industry or public accounting a“a with Snaau..ﬂ.ﬂaoizun:oa Assignments in a variely of organizational seftings which must be in & CAP
» OJTAtevelopment sl sesigrunems that sddrese )
. .0301. _goa - v e
+ 04T and devstopmerdal assignments thm wﬁ.ﬂ“ ”“a!aa .os_h."..-zv 83.9““88. %ilﬂi§~§! *e.0, BES sabbaticals snd special
address spproprisie leadership compelencies |, One 3-8 morth ssslgnment providing + For seiacied members. ; et . assignments 1o compiete
Enhancements | « imemships providing exposure fo other exposure 10 other intre-orgenizetionsl or . g s30iy dary comer okl oxperience In sl lsadership
Intra-organtzational Or functional seftings functionsl settings, e.9., DLAMP * internatvp whth Congreee, g.'\rug competencies
. « B0 on & 1eam or sorve 83 & leam leader ”ithl..rﬂu....-_.ll.‘ (04 080401 4

e Orguee of

"NOTE 1, Coteria for ssiecin Info ihe Aapssdson Corps mchate (1) F Ow yesn A

mankenng. quaniiietive methods, organiration snd managemend, or (39) Al losnl

e xamination is directed by 10U 8 C. 1732 and covered in DoD instruction $000 58 gelerences (9} and ()

TE 2. The US Genessl g Ofke, N the
woliclency. At feasl 20 haw s shava ) be compieted in any one year of the 2 yasr perind (ndviduals rery foe g

|§§ moOZm—xxmoxm

ament 9avionment ad 1o guvernmert swliing

9 Slardends of 1994, rrquues MxIlon 1eponslse for

. !!)nvﬁ.ll.k~ttl~uilgt‘i!.. nance, low,
».-Sln!vo.!z.s:_Z§<§5Ea!3:-l.u!...ing!l&.ﬁngt‘il&l!lﬂni!iigi:lgg

Srecting cond

.l»lsiloﬂﬂ.lll. O-N!

;a3 10 COMPETS, Svery twe yrars, ot st 00 houss of contiwing educetion smd rmining which conibutes 1e the oudter's PRiysdenal

. ithe Hiny,

. OF e g Of O
3....:-.?!:!}!ii!!!‘ii!ﬂil:[til'!lﬁl';;.l-l.lilllnll-l..l

/1788




FY 1999 Notional Development Gulde for the Business, Cost Estimalting and Financial Management Career Fleld

Dosirod Standards

' Caetification Levels Lavell Level ll Lavel I Lo A
7 Grade G8-6100and O-1100-3 GS- 910 12and 0-3 10 O-4 G6-13/04 . ] G3.14%18/08408 | SES & Flag Officer |
- _Caréer Cslogory : A ._Entry Level /interns Mid-L evel Acquisition Corps® ' Critical Acquisition Pos bt
N Hecommended | eadership Competencies Recommended Leadership .
zm?a_eas o”_m: u_.% Continusl | eaming Reslience Customer Service Extemal Awarenass Confict Management Cultural Awareness
ove ovao:? ‘cu s Crastivity and innovation IntaQiity lonasty Declstveness Service Motivation Tesm Buiiding Enkepreneurship
(LEI or equivalent Flaxibllity Accountabiity Problem Sotving Strategic Thinking Finsnciel Mansgement Technology Management
agminlstered at enliy Into the 1y achnica) Cradibility interpersonal Skills Oral Communication Pollicat Ssvvy Resources Mansgemant  Vision
Acquisition Coips) Whitten Communication Infiuencing/Negotisting Partnering
+ ACQ 201
+ BCF 203
« ACQ 101, Camyele twa of BCF 101, Oc¥ » Comylele ONE (not previously taken sl
Mandatory Standards | " (02" ucF 103 Levet 1): CF 101 OR BCF 102 OR BCF 103 +8CF 30
« Comglele ONE (related 1o specific job
dulies) BCF 203 OR BCF 204 OR DCF 214
None None None

Enhancements

QL=ZT=>A3

I
|

«Levell Cross Tralning (o @. Program
Managaement, Contracting), or

« Level Il Ceriification Tralning

« Training In appropiiete leadership
competencias

+ Level | & Ui Ccons Tralning, or
+ Level ll Certification Tralning

appropriald leadeiship competencies, 0.9.,
OLAMP
+ Tesm Lasder/Supervisory Tiaining

+ DoD #nd Fedcral Seminars which addiess

+ Team Leader Training

» Supervisors: 40 hours Supervisory Treining
« Mansgars: 40 hows managedal Wraining

s Level |, i, i Cross Training :

« Fadernl Executive instiute (FEN

o+ Courses and Seminars .3.3.:8.!&12.!3&.9 )
sadress sppropriate lsadership compelencies, & g., DLAMP

Mandstory Standards None None None
BS/BA with 24 semaater hours in sccouniing, business finance, law, contracts, purchasing,
Doesired Standards BSIBA Same as Level | economics, industrial mansgement, marketing, quantitative methods or organization snd

managemant; Masters deqres

Enhancements

ZO0=«>»0C0OM

« Bagin BS/BA -

« Begin 12/ 24 Semester Business Hours

+» Continuing sducation Courses in business,
cosl estimating and financial mansgoment
or ¢ releted flekd

+ Complete BS/BA

+ Complets 12 1 24 Samaster Business Hours
+ Contirndng educ courses in related flekis

« Continue Masters

« Professional Cerhficaion

+ Complete Mastecs 7 R -

« Leval f1l education requirements i secondary canser ek
+ Continuing Ed courses In reisted fleids; DLAMP courses
+ Education or Treking with Induzry (EW1/TWH)  ~

« Intermediale or Senlor PME (Inckuding BAC)

. ._". v |
< Senior Acquisison Coures or -

|
|

+ Bagin Masters
datory Standards One year of acquisition In business, cost Two years of scquisition in business, Four of scquisiion in business, cost estimating, or 10 years In scquisiion, of which 4
E andatory Stan estimaling, or ingncial management cost estimating, of financial mgmt fnencisl mansgement must be in 8 CAP
x Two more years in business, cost Four more of acquisiion in business, cost estimating, or
P Desired Standards None estimaung. or financial management francisl management None
E OJT and deveiopmental sssignments That address sppropriste )
R . « DJT 9nd developmontad assignments thai .mb&a-z.. 83..&&._“ o loront ' , ; ses ks ored
) + OJST and developmental assignments that address appropriate lesdership competencies month sssignment organizationsl ES ssbbaticsls special
& sk ens spproprials lesderatip compelencies | * O 3-8 month sssignment providing .“....n.nl seting. ¢ §., DoD Comphroker oLAMe assignments 10 complets .
Enhancemnents| ¢ Intemships providng exposirs (o olher exposure 10 other intra-orgarizational of or salected members.  ©- - - qxparience in ol lemdership
N Intra-organiaationsl or funclionst ssiungs ::xut!l;!n-_oa.g “.§§§§§ 8.-% :
c + B8 0n & 169 Or $arve 88 & feam lebder * infernship with Congress, inetiules, or #n FFRDC .
. ..+ Broadenig susignment, other Federsl sgencies
-3 .- {(e9. OMB, GAO) e
« Assignmant 10 Manage wo or Mmore leams
"NOTE. Critena for seleciion nilo the Acqiestion Corpa iiclude (1) Four yoas acquisdon ovp e (7] A baccatwureate gegree or Cerliicalon by an ACPB, and (18] Al least 24 samasies hours Wom Bmong 1he ilowing G5 2, bushess I iow, ConBC.
purchasing. economics, nduskiel gement. marketing, Quandiatve  organizahon and mAnsgermont, of (Jb) Al least 24 semester redd haurs in the dividual s career Soidg and 12 nours or aquivaient Fsining ¥ the dieciplines Isted in 3a; or (3C) Pass % elpvaluncy
exam (Seq Appandis M for epeCic requbemants for Acquisition Corps y Crodtt by Is dvecled by 10USC 1732 and d in Dol 5000 58 (: () and {g)). IL

/17198



FY 1999 Notlonal Development Guide for the industrial / Conlract Property Managemant Career Fleld

' Cartification Levels _ Levell Lavel il © LevelWl -
""GS-5 to G8.9 and O-1 0 0-3 (5.9 10 0812 and 0-3 to O-4 G3-13/04 08-14416/06808 | - GES & Fiag Officer -
_ 1 Cereer Cotegory Entry Lovel / Intemns . Mid-Level Acquisition Corpe® - | -+ - -~ Critical Acquisition Posttions ' <4+ ‘vdyl
Mansgerlali eadership Rocommarndced Loadership Compotancies Recommended Leadership Competencies
D a_o { Goal Continust Lesming Reskience Customer Borvice Extomal Awareness Confiict Mansgemeni Cultursl Awareness
aﬁ. pmen \.S s Crootivily &nd Innovation Integniyfionosty Docisivonoss Service Molivation Toam Buliding Entrepreneurship
(LE! or equivalent Floxibility Accountabitity Problom Solving  |Sirategic Thinking Financial Mansgement Technology Management
sdniinisteted atentry inta the 1y 5 ohnical Credibility Intorpersonal Skills Oral Communication  [Political Savvy Resources Management Vision
Acquisdion Corps) Wiltion Communication Influsncing/Negotating Partnering

Mandatory Standards

IND 101, IND 102, IND 103
CON 10t

IND 201, IND 202, CON 210, CON 202

IND 202, CON 301 snd CON 333

Deslred Standards

None

None

None

QZ—T=> D~

+Level | Cross Training (e g. Conlracting) or

+ Lovet | 8}l Cross Training, or,
+ Level il Certiication Training

+ Team Leader Trakning . : :
« Supervisors: 40 hours Supervisory Training
+ Managers: 40 hours managerial rsining

+ Gavt, Ui, inathute and Prof
AS90C courses and seminars

« Level il Cartifcation Tralnlng .
Enhancements | Training In spproprate keadesship w“uwnaoﬁﬁ_m%o%o Tralning ¢ Levell Ut I Cross Traling -~ . . which address sppropriele
4 eminars addressing appio- | | Courses 8 Beminars ! addl leadership compelencies
competencies Asta o (govemment / private) essing BE§Cournes '} - -
o priata leadership competencies, e g DLAMPL  oonporiate leadership competences. @ §., DLAMP p :
+ Taam Laader/Supervisory Tralning + Federsi Exocutive inelite (FED . - - | < Capsione,” APEX Courses
None None None

andatory Standards

BS/0A, or 24 samesler hours Rom accounting, business,

finenca, inw, contracts, puchesing. economicy, nduatrial

E
D
U Desired Standards | ot " aetng qumiistvs methods and Same as Level ! BS / BA and 24 semester hours from subjects lisled al Level |
C orgentzation & mensgemont -
A
+ Begin 24 1o howss #1 Bushess, of, + Compiete Dusiness Courses, of, . | L
T . + Comglets B8/ BA, or « Complete Masiers L
\ .mgﬂb‘s.&ii: o + Conrue asters b Mansgement or Buss « Lovel ll) education requirements In secondary career feid. * Feflowships
Enhancements property mensgement ’ « Continuing Educetion cowses i + Continuing Ed courses In releted Beids; DLAMP courses . Benior Acquisiion Cowrse &
(o) < Begin Business, properdy gement o « Education or Training with Industry (EW1/ TW1) , squivalent desired FY2002
N egin Masters retsled feids + Intermeciate or Sensor PME (including BAC) o :
+ Professionsl certfication L
_ Two years In Industrdal Property Four years experience In indusirial Property 10 years in acquisition, 4 of
E andatory Standards One yaar in acquisition Managemeni acquisition position Management acquisition positions which must be in 8 CAP
X Two more years In Industrial Property | Four additional yesrs experience in Induslrial
P Deslred Standards None Management acquishion v..z:_o: Property Managementl scquisition positions None
E
R » OJT end developmental sasignmenis thal * ggh:g et sddres
[ + OJT and developmentsl aesrgnanans thit !s..%.r&z-.% 3-8 month aesignment in & different o/gentzationsl / s -
E . ﬂ_.x.a.za.. h..iaﬂiﬁaia. .-».Hh..-._.q loc 85“.962 + One 3-8 month assignment proviang For ...ono.h-.a membors: ot o ssalgnments 0 complete
N Enhancomonts |, acqarizaetional o funcoonal setings 8xposurs 10 obhet ntra-orgariz tonsl of * Brosdentng ssgnment, secondary career fekd experiance in ol leedurship
c . , .h:ﬂﬂ..-.-&-a._..euooro.’“.t!l « inkernehip wah Congress, instiutes, or 8 FFRDG compelencies -
E ® on & laam or serve A3 8 » Broadening assignment, other Federal sgencies R :
(0.0.. Dopt. of Energy or G8A) -/ ' .
« Assignment 1o manage two or more teams i

"NOTE: Critena for selection it the Acquistion Corps mclude (1) Four years 8cquition exp

e.(2)AD

.toi.2ooa..ns.gSuagvchl&.?.l!-.u.gllgg‘!l:gsg“gllso..!!o..'t.i

oUng. QuanUisiive methods. 3!58:-83!853..R.S.ltin..tz...«nc!:g.ss.zs?!.g-&ll.ngglg!gsz%isxlae;.!;

exam (See Appendin : for speciic if.::..a. for Acquisibon Corpe

drnision Crede by

18 @rected by 10 U S C. 1732 and coversd in DoD

(d) and (9)).

5000 30 (rof:

wirme




FY 1999 Notional Development Guide for the Manfacturing, Production and Qualily Assurance Career Fleld

| i Centification Levals “ Levell , . Level ll o -!3_ " e o
; Grade Q8 -6100and 0-1100-1 GS- 810 128nd 0-310 0-4 G8-13/04 - o?::a\o.:o.o _ - BES & Flag Officer .
{ :. Cerenr Category | 1 -Entry Level/ Interns Mid-Lovel ! - Acgulsttion Corpe® .- | . . - Critical Aoquisitio Positions 4 &% i fiur:
Menagerialil eadershi Recommonded Leadonntp Competencies . %%cﬁ:ﬁg‘
0 Gon b Continual Lesming Restioncs Customor Service Extomnal Awsroness Confict Mansgement Cutlursl Awsreness
Developmenl Gosls Creativity and lnnovation tnlegrityMonasty Declsivenass Service Motivation Tesfy Buliding Entrepreneuiship
(LEl or equivalent Floxibility Accountability Problem Solving Strategic Thinking Finaicial Management Tochnology Management
suminisierad at entry Info ihe 1y gchnjcal Credibility Interpersonal Skills Orsl Communication  |Political Savvy Resources Managomen!  Vision
Acquisition Corps) Wiitien Communication Influoncing/Negoliating Partnering
T Mandatory Standards ACQ (01, PQM 101 ACQ 201 and PQM 201 PQM 301
Desirod Standards None None Ona advanced seminar in cument scquisition mansgement lasues
R | )
A Tosm Loader Troining ~+ - = - N SO T
. = Level | & U Crons Tralning, or et .
| “ Pmuu... .. ,Wuoﬁ raining (a 9. Tos! and + Level lil Certification Tralning : -5.1.53 _.".H.-: Supervieory Training | = Govt, Uriv, Inetmas and Prof
N + Assignment Specific Traking Mansgecs: managedel fainky . # Astoc courses and seminary
+ Level ¥ Certification Tralning + DD anid Federal Seminars which » Lovel{, W, )il Cross Tralning - which addrese agproprisie
| Enhancements | . truining in appropeiste leadesship Do oral Seminare o + Courses and Seminers Gini-itls sddressing lesdership compstencies .
N competenclas addiess spproprials lesdership 9ppropriete leadership compelencies, 8.g. OLAMP . SES Courses
0 K competencies, ¢.9., DLAMP * Fadeial Execuive invthute (FE() “Capatone,” APEX Courase 7
: » Team Leader/Supervisory Training e
E Mandatory Standards None None None
D « 8S/8A in engeering, chem, phrysical sclence,
math, stats, menut of prod mgmi, iInduatriat Leve
U Desired Slandards None ..936«.. or management, QA, or relsled heid Same a3 | 1 education requiremerKs
+ Masters In business, producton
M mensgement, engineering of (eleted feid
T + Complete BA/BA + Complote Dusiness Courses * Complete Masters - | < Fetowtips
| + Begin 12724 Bamestar Business Hours « Continue Masiers N Mamt or Business . —oi;;a!e.%s:aﬂgg; * Benky Acquisition Course or
o Enhancements] ¢ Cont educetion cowses in MPQA fokis « Cond Educ courses n MPQA fieide « Contining Ed v MPSQA releled fleids; DLAMP courses - oquivelent desired FY2002
* Dagin Mastern * Professional centification » Education or Training with industry (EW1 /) TW) Y
N . + inlacmediale or Senkor PME (Nehiing BAC) .
Two years of scquisition experience in Four years of scquisiion exparience in engiaadng [
Ona yaar of acquisition in engineering. ye 2 10 yoars in pcquisition, of which 4
Mandatory Standards | .. tachiring. production of quality assurance mcamn_ﬁﬂ”wﬁauon.g production of | manufacturing, production or quakly assursnce musi be in a CAP
m —_ .
Four weeks (Cumauislive) rofational assignments ot &
X contractor and/or Govemment indusiral feckty to | * 38m@ 88 Level | (F not compl In Level ) Four more in manulacluring, production or quality
P Doslred S1andards /i aua expertence in quaidy, mantacting, + 2 sddilonal yoars in Marufacluring, BSBLIENCS None
£ erginaering end conlraciing Production or Quaity Asswance
R ’ + OJT and developmentsl assipnments thet address -
[} =’ 0JT and deveiopmental assignmaents that appropriale leadership compelancies
E + OJT and deveh o 18 that sddress sppropriate leadership ?agé!.égﬂ nmu!ﬂil&!
N addcvas appropriete lnadership cormpetencies + One 3.0 month sesignment providing For slected mombers; - designments lo comees
c Enhancoments) « Intanships providog Sxposiee o olher k- exposuts lo other kilre-crgunizetionsl or  Brosdeding assignment, secondery carver Aekd 3.!....8_ peien “.s.-lg
£ organizations! or Rnclional seltings anctional setings, ¢ 9., DUAMP + intsenabip wih Congress, iwitkstes, of an FFRDC
. + Be On & leam or serve 88 & leam leader Brosdening assignmant, other Federsl agencies
{e.g. OMB, GAD) ' ’
Assignment 10 MEnSge wo Or More leems

puichasing. sconomics,

ol._.mi

3 !.28?8 (Ll a!.. for Acquhition Coipa

9. quanitative mathovs. o/ganianon and management, of (30) Al least 24 semaier credi bowrs I the ndviduals carosrs Roid pnd 12
s dieciad by 10U S C 1732 and coversd in DoD insiruciion 5000 58 {referances (¢) and {9))-

Ciodi by

“NOTE n..l.-rx-o.on_o. 1o e Acguls! -:_:noi s nchude (1) Four yeers seqiastion e=peinnce, (1) A Deccalmnenis degres or caibhcahon by on n ACPB, nd (3a) Al least 24 semester hours from smong the
" hours or equi

nance, lew, conbacts,

g he

o dd

1 ....lsrhl.#.\l.l

wi7io8



FY 1999 Notional Development Guide for the Program Management Career Fleld

Certification Lavels : Lovell Level il R Level il
Grade ! _ G8-8100and O-110 0-3 GS- 9o 12 and O-3t0 0-4 GS-13/04 ~].08-148 167106806 | SES a.mm%
« Career Category i - Entry Level / Interns Mid-Lavel Acquisition Corps* Critical Acquisition Positions - - " - . .«
Managerfalieadership Recommanded | eadership Competencies Recommended Leadership Competencies
Develo Goal Continual Lesming Resilience Customer Service Extemal Awareness Confict Management Cultursli Awarengss
evelopmant GJoals Creativity snd Innovation Integrity/t fonaaty Decisiveness Service Motivation Tesm Buiding Envepreneurship
(LEL or equivalent Flexibility Accountability Problem Solving Strategic Thinking Financial Mansgement Technology Manegement
administercd al entry info the [y 4chnical Credibitity Interpersonal Skins Orei Communication Poitical Savvy Resources Management  Vision
Acquisition Curps) Wiitten Communication Influencing/Negotiating _v-aisa
Mandatory Standards ACQ 101 ACQ 201 PMT 302; PMT 302 and 30 required for ACAT | & il PM, DPM and PEOs
T +ACQ 201 + One DAU t evet 200 courss In another
+ One DAU Leval 100 course in sjother nto.. feid
R m Deslied Standards acquishion career fakd . yale kavel gemont snd None
A lesdership lraining
|
« Assignment Specific Training « Team Leader Treining . Govt, Univ .
+ Bupervisary: Supervisory Training o) , nsBhae and Prof
N - Level | Cross Trsining (8 g SPRD&E), or * Level 18 1 Cross Training, or . ,m;! ....N“.--“—I‘ol.lnhté tooor v ] Aesos courses and seminers
! « Level 1 Certification Training * Level Il Certificabon Training . :in. 1, 11 Cross Trainkng - i 10 | which sddress sppropriste .-
N Enhancements | . Tralning In sppropriate leadership * DoD and Federal Seminars which .e and and ) 2| eadership 8..38.!&8 .
Q compelencies address appiopriale leadership sckress approrale ederab compelencies 83, DL : S8 Cowves o .
competancies, 8 g, DLAMP « Foderal Execulve ..!-S..mm: M . dlio:. %nxoo.-..o-
‘ » Team Leader/Supervisory Training o - " PR TINARL N W
€ Mandatory Standarde None Nono None
Masters 32 Soao.:o. lems « 24 semaesier hours irom: accounting: business Anance; lsw, coniracts; purchasing; economics;
“ D BS/BA, preforably i enginoeiing, syslems ! .3 :3..”.3 o Ind mgri; mavketing; quanitative methods; organization and mgmt OR 24 semetter howrs i the
e3lrod Standards]  mensgement or business admiristialion reiated flokd Individuels career flekd and 12 semesier houss bn the dscipines isied sbove
[+ * Masters in enginsering, syslems scquisition mgmit, business admin, of releled fleid
A « Complele Masters : N L L om
T + Complete BS/BA, or « Compicie Business Courses .pi_agaﬂ_%!ggi_ ‘o] o Fohowships T Tipiio
{ + Bogin 12/ 24 Semester Business Hou'e, of « Continue Masters in above fieid . g&amggsg;‘ e K ggglfwf
o Enhancements| ¢ Continuing education courses In progrsm » Continuing Education courses in of reisted feids; DLAMP courses L oquivalent desired FY2002 .. - .
management or & reisied fleid, or Program Mansgament of releted Nekts * Education or Training with Industry (EW1/TWY) * R B ,.._..,...v.””
N + Bogin Masters + Professionst certiication + Inlermediste or Senior PME (Inchuting BAC) e S R S VR ST
T ars | isitlon (one 1be | 4 In scquisition ~ 2 In 8 program office or simiar organization * 10 years in scqudsiion, of
Mandatory Standards |  Oneyearin pogiam management piogoam management) (one mustbe In 1 tecscated matrix support 10 8 PM o PEO, DCMC program which 4 must be I @ CAP
e |l integraior, or Supervisor of Shipbuliding)
X Two more years In scquisition , preferably
P Dosired Standards None In 8 systems program office or simliar Two more years in acquisilion None
B organization
R o OJT and developmentst assignments thal sddcess
) ) + OJT and developmental assignments thal sppropriale laadership competencies o : AR
#0dress pproprate lesdership » 3.6 month sssipnment in different organizationfnclonst - . | e g ganbetican R
E + OJT and deveiopmentol sssignments ihat competencies satig. 0.g., dlerend MADEP P Offce, DLANP . ‘1. and wpecidl -
N 20035 appropriate leadership compelencies |+ One 348 month assignment providing  For selecied members: - =" P | Sesanments o complels
c Enhancements| . intemships providing exposure 10 other exposre 10 other nka-organizationsl of g!ﬁigg! S _..sat.a-s.._:..._as:lg :
Inlre-organizationsl of funciional settings Anctionsl settings, ¢.9., DLAMP + intemahip with Congress, insWutes, or an FFROC . L
E * Be on & tesm or sorve as & leam leader « Brosdening sseigrment, o!lv.a!li- .
(e 9., FAA DOT, NASA)
» Assignment 10 manape wo or more S!I

"NOTE: Crdena for seiecton 1o 1he Acquttion Cops mnclude (1) Four yeers acqudston exp e, (2) A bacc degree of by an ACPB, and (34) Al least 24 samester hours rorm among (e folowing discipines: gg; bw, contrecis,
purchasing, econonics, industist mansgement, markeing, Queniitstive methods organiabon and mansgement, of (30) Al least 24 samesier rect hours in the individual's caresr feld and 12 semestar hours or equivalent rsining 1 the dlecipines Ested In 34; or (3c) Pe9® 8% SRIvelency
axam (Ses Appendix M lor speciic caquiements for Acquistion Coms edmission Credk by suemnaton is deacied by 10U 8 C 1732 and covesed In DoD instruction 5000 38 (references {d) end (g)).
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EY 1999 National Development Gulde far the Systams Planning, Resaarch, Davelopment and Engineering Career Fleld

m Desired Standards

Quaity 888w ENCE, COMM-COMPUiar 3y8
menufachaing and prod , TAE, or SPRDE

| Cortification Lovals _ Levell Level Levellll - .
[ Grade © (38-510 GS-9 and O-1 10 O-3 G5-9 to GS-12 and 0-3 to O-4 G8-13/0-4 - 08-14 & dgo.o 808 | 'BES & Fiag O:.o.?.v: !
i Career Cstegory ¢ | - | 1Entry Level [ intems . Y Mid-Level Acquisttion Corps® i | 1" - Critical Acquisition Positions
Managarlall cadcrship Recommended Lesdership Compelencies moeiiia S&.az_. Compeiencies
Development Gosl Continual Lesrning Resllience Customer Service Externsl Awarenass Confiict Management Culiursl Awsreness
b Py op _ s Creatvity snd Innavation IntegrityHoresty Decisiveness Servios Motivation Team Buliding Entrepreneurship
q_P > 3..3% Fraxibility Accounibility Problem Soiving Strategic Thinking Financisl Managemant  Technology Management
administered at nm%\ ko Ihe  Itachnical Credibiiity Intetpacsonal Skity Oral Communication  |Polhical Savvy Resources Managemen!  Vision
Acquisition Corps) Wiltien Communication influsncingNegeatiating Patnering
Mandatory Standards ACQ 101 ACQ 201 and S5YS 204 8Y8 301
One jevel 100 or 200 coursa which is
One lavel 200 o 300 courss which Is mandetory for acquisition loQIstics, Program
None mandsiory for 8cq log . program momi., managemeni, quality SSSUrENCH, COMM-Compuier sysiema, manudachuing and

production, Test & Evalustion, or BPRDE

QZ—-—ZT—-> A

m Enhancements

+ L evel | Cross Training (e g. Prog Mgmt) or

« Level it Cartitcation Tcaining

« Training In sppiopriate lesde:ship
compelencles

+ Level ) 8 11 Cross Training, or.

+ Level il Certiication Training
= Assignment Specific Training
» DolFedorsl Seminars addressing appro-
priste edership competencies,  g. DLAMP
+ Team Leader/Supervisory Tralning

¢ Federsl Exeasive ineilite

» Tesm Leader Trmliing -+
« Buporvisors: 40 hours Supanvisory Tralning . ASSOt ORAISe ond Seminers

. !i‘cl,.;og%; which address apprepriets . -
« Level |, i, il Cross Trsining - [ leadership competencies
. gpgoﬂi-%oo DLAMP . BEBCourses  °

* Oovt Unly, sttute and Prel :

aﬂm: . g‘ ;g .

Mandatory Standards

B85 fom sn sccredied sikAion I sngineeiing phywcs,
chunishy, methmatice, of reisted fekd, or 10 yeans of
experence 89 of Oct 1, 19814

Same o8 level |

Same as levell

» Masiers om sn sccredied NdehAon in

ngiOaINng. piysics. chemislry, ops research.
mathematcs, mensgement, of related helkd

+ Advenced degres ss desarbed of level
« 12 semaster hours rom: scoounting, buskness inance, law, economics,

E
D
U
c Dosired Standards Nons + Hine hours KoM sccountin ,
busiwis rss._!.oﬂ{.t...}:-! gaié%%xﬂe&gg%
A management. quaniiative methods. or DANTES or CLEP exams may be substvied.
T orgenization and monv._ may Substitute exemi
] s 0egh 127245 lor Hours I Business + Complele Businsss Courses, of, + Complete Masiors woi&l
o » Continuing education courses (ovward » Continua Masters in fiolds sbove, of, .r!o.___;gs%s.gg; ﬁgggn
Enhancemonts Maslers In computer sclences of reiated fleld, + Confinuing Educstion courses in . gmn%-!iigg i’img
N » Begin Masters In Enginearing, Physics, tectnical or sclentiic flekds « Education or Tralning with Industry (EWI/ TW) "
.w WZB_ Y, ﬁ-&:. Resaarch, Mathemsiics, = Protessionsl cenification . %ﬂoﬁtiggv g '
i Two years of scquisilion in science or ] ol
g | Mandatory Standards mﬂ:ﬁhh acquisibion In sclence of .8533 ring e Four years of soquisition in sclence or engineering __.°E.<.u-i.n..._nu.ouﬂn_ulap
T
w Deslred Standards Nona Sis.fﬁn:ﬁﬂﬁﬂgiaags Four mare years i soquistion posiions None
. * OJT and developmentsl sesignments thet address
: + ©JT and developmental assignments that sppropriate leedership competencies SES savbaticals 9nd speciel
R + QJT and devalopmenin assignments that address eppropriate leadership + 3.8 month assignment in @ different organtzational / asaignments (o complete
! address spproprisle jesdership competencles ncional seting, 0.9.. DLAMP © - : :
e compelencies + One 3-8 monih sasignment providing « For selected members: - - P : %slg .
Enhancements| : intemships providing exposure lo othor axposure o other intre-orgenizationsl of . » rpadering msaigrvaent, secondery career feid. compeiencies
N | - Inkrs-organtzational o unctional seftings functional seltings, ¢ 9., DLAMP + Inlamahip with Cangress. inefiuies, or @ FFROG e
c ) + Be ON & leam o serve 8 » leant leader . 1+ Broadening sssignsent in lechnically orenied
E Fedecal agencies (0.4, NASA, Energy, MIST, ..&
* Assignmant 10 MenBQe wa or mure Isante
‘NOTE. n-!t.i-a_onx!.:_ 5.)3 -.a..nﬂu wAide (3) Four yowrs acquineion espenenca, (2) A A barcoanesis degree Ei:a...!v::)nnn ‘ond [30) Al leasi 24 semusiat howrs irsrm emeng the lollowing " Accounting. busivess Mnanca. lew.
purchaning, economics ) nsive methocy org and gement, or (3b) Al lesst 24 semesier crédt hours in the indvidusl s career Sekd and 12 houwrt or equivalent Q It the decipl is?l.ﬁ\!lg
anam (Sou Appendis M 1or spachic rombaments _RE.:..SQ-! » Cradn by axammation is dvected by 10 U 8 C. 1732 and d i DoD Inetruction 5000 38 (re () end {g)).
e —— eyl
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FY 1999 Notlonal Development Guide for the Test and Evaluation Career Fleld

;  Certification Levels « Levell

Lovel i

Levellli -

. . - Giade ) G38-510 35-98nd O-110 0-3 . 3S-8 10 3S-12 and O-3 10 O-4 G5-13/04 - - '] 08-14818/08808 — 8ES & 3-& Officer.: -,
Career Calegory - - Entry Level / Interns ‘ - Mid-Level : Acquisition Corps®- .- |- Critical Acquisition Positions
Managedalil cadership Recommended Leadership Competencies Recomimended Leadership Compeiencies

Development Goals Continual Lesrning Resilience Customer Service External Awarenoss Conhict Mansgement Cultural Awareness
cvelopme Crealivity and innovalion tegrity/tionesty Docisiveness Service Molivaton Team Huikding Enbepreneurship
(LET or equivalent Flexibifity Accountabiity Problem Solving Skategic Thinking Financiel Mansgemaent Technology Management

adininisterad af entry info the || genpycal Creditihty interpersonol Shila Oml Communicstion | Politicat Savvy Resources Managemenl  Vision

Acquisition Carps) Witten Communicatian Influancing/Negousting Parnenng

T Mandatory Standerds ACQ 101 and TST 104 ACQ 201 and TST 202 TST 301
w 1 n Destred Standards None None None
+ Lavel | & { Cross Teaining, or, * TeamLeader Trolning . -

N Lpvth Com g (40 SFORE, 0| Lo Cron Tt L Bipeuar: bt St v o b e e

: + Assignment Bpeciic iraining . oy ,
{ Enhancemants | * T/ining in appropriate leadeiship + DoOV Federal 5aminars eddrussing sppro- o Lovel), Il I Cross Tralding -5 5tee - 00 . tfl!-!o 3“..9‘-&.-‘
N competancies psie feadarship competencies, » g, DLAMP | * Courdes and Seminars (govemmend and private) which omu_ 958_. pronces. 08,

o . address eadecship 8- . ADE v o

o . Team Ledder/Supanisory Training ’ Sppropriste ?m:é 0.0., DLAMP 6_1!3- >vmx nﬁi

S/BA wilh 24 semusier hours in phyiical science,

Mandatory Standarde »_.. gneeing ;z Y. phys o ..u.; Same as level | Same as level )
s, o 10 yoars of @ rparhanaa A3 of
E
D + Masters in physical sclence, mathematics,
U ...-68!9. uo..ﬂ.tsiou_y_ yeics. ops + 12 sgmaster hours fom: scoouniing, bus. Anence, lew, coniracts, purchasing, saonomics,
Cc Deslred Standards None + Two 3 Conlinuing Education U Aﬁmc- ] zégiua.!i:"‘.;g%. Rg.‘;
A technical cowses in 8 TAE specisly oau.a 8 desarbed st L {Desked)
"]+ Mot Acquisnion Corps Education + One (sddWonsl) 3 Continuing Ecucaion Unk (CEU) lechrical course in @ TAE speciely

T m Requirsmeants
— .
o ” + Complete Business courses + Complets Mesters + Followstipe -

« Beghn 12 Semester Howrs In Business . . . . y Senior Acquishion Course o
M Enhancements| + Continuing Education b Test and Eval beids Conbrue Masiers Level i aducaton requiements n secondary career Reld equvelent devkred FY2002

« Degln Masters In Technical fied or Dusiness + Conlinuing Education fechnical Courses + Contnuing £4 courses by relsled flekis; DLAMP courves -.

. * Professional cartification « Education or Training with induskry (EWA/TWL} - .
« intermediete or Senior PME (hcluding SAC) -
Mandatory Standards One yesr of acquisition, T&E or technical Two yeass In acquisition - one must ba in Four years in scquisition - o must be in lest and 10 Yaars soquisiion experience, of
£ avneranns nrelem el Iral and svaliatinn avaluation which 4 musl be In a CAP
X Two More years in acquision - one must | Four move ywars in acquisition - two must be In test snd
P : Dosirod Standards None b in tast arid evahislon evaluation None
M .m OJT and developmentsl sssignments thet eddres
. Y I " sppropriate isedership compelencies
1 + OIT and developmental atilg thet w-uw.ﬁiﬂ._:.a..!r et 3-8 month sssignment in @ diiereni organizabionel / SES sabbaticals and specisl .
-m. R n_n.n.,....,.euéa!r: ..qﬂﬂ.z.“u.%n..._ﬂ_it. . %...._.a.nln: oo .wha.ei .ﬂt.-. 9. ocf.._ " R ] .86:.!!.". _n- compiete
p Intre organizational or furictionsl stiings .8!3_3“ siiui_____:ss.._: "l o jigﬂ“wﬂuoa o!%c.-_ans o y
Anchional veiings, 6.4, DLAMP « Brosdening sxsignment, olher lechricaly arlanied

E Be on ¢ team Or serve a8 8 Loam leader Federst ios (0.0, NASANIST, ofc)

« Assignment 1o manage two of raare feama

‘NOTE Croeria kor selocton o Ve Acqidsuon Comps incude (1

JApperdia M for #peciic requiraments for Acquisiion Corps sdmission. Credd by examinabon s dvecied by 10U S C. 1732 snd

() and (g)).

InDoD I

:9:..:!..9.53..2._32.5>§§.§§R§3!>ﬂv§l§_¥.tr.=2ggc’izguiﬂgir‘ﬁ.-’i}
thoda, organizeson end management, 2.3.2:!25-‘3&5-525‘&9‘.&!;!.ngg!i!gszgi!rkggliiir
tion 5000 58 (rek
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ATTACHMENT
OFF":E(DF”THE:UhﬂDER!SEC$HEﬂARYWOF'DETTBQSE

3000 DEFENSE PENTAGON
WASHINGTON DC 20301-3000

10 JaN 1934

MEMORANDUM FOR DIRECTOR, ACQUISITION CAREER MANAGEMENT, OASA(RD&A)
DIRECTOR, ACQUISITION CAREER MANAGEMENT, OASN(RD&A)
ASSOCIATE DIRECTOR, ACQUISITION CAREER MANAGEMENT,
OASAF(A)
DIRECTOR, ACQUISITION CAREER MANAGEMENT, OUSD(R)

SUBJECT: Guidelines for Tuition Reimbursement and Degree
Training Programs for Acquisition Workforce Members

The attached Guidelines clarify Department of Defense policy for
implementing 10 U.S.C. 1745(a) authorizing "tuition reimbursement and
training (including a full-time course of study leading to a degree)”
for members of the acquisition workforce. These Guidelines provide a
uniform framework for Component implementation of tuition
reimbursement and degree training programs.

I would like the Director, Staffing and Career Development,
OASD(P&R) to ensure that all civilian personnel offices and training
organizations are aware of the attached Guidelines. Likewise, I would
like the Directors, Acquisition Career Management (DACMs), to inform
acquisition organizations and workforce members of our policies
regarding tuition reimbursement and degree training. 1In addition, the
DACMs are asked to collaborate in a review of their existing program
guidance to establish consistency with the attached guidelines and to
ensure. that members of the acquisition workforce throughout the
Department have substantially the same terms and opportunities for
participation.

Please coordinate your program descriptions, requlations, and
announcements with the Director, Acquisition Education, Training and
Career Development, prior to announcing next year’s programs.

ol ) (it

Colleen A. Preston
Deputy Under Secretary of Defense
(Acquisition Reform)

Attachments:

l. Guidelines for Tuition Reimbursement and Degree Training
Programs for Acquisition Workforce Members

2. 5 CFR 410.511

3. Department of Defense Academic Degree Training Policy

cc:
Director, Staffing and Career Development, OASD(P&R)

O



GUIDELINES FOR TUITION REIMBURSEMENT AND DEGREE TRAINING
PROGRAMS FOR ACQUISITION WORKFORCE MEMBERS

BACKGROUND

The Defense Acquisition Workforce Improvement Act (DAWIA),
was enacted as Title XII of Pub. L. 101-510, the "National
Defense Authorization Act for Fiscal Year 1991," November 5,
1990. The DAWIA required the Secretary of Defense to establish
education, training and experience standards for acquisition
personnel, which was done in DoD Manual 5000.52M, "Career
Development Program for Acquisition Personnel.”

To assist acquisition employees to meet standards calling
for higher education, the DAWIA directed the Secretary of Defense
to provide for tuition reimbursement (10 U.S.C. 1745(a)).
Identifying by law acquisition positions to be a shortage
category until the year 2001, DAWIA amended 5 U.S.C. 4107,
pursuant to which the Office of Personnel Management issued final
rules on May 7, 1992, amending 5 CFR Part 410, attached.

Each Military Department and the other DoD Components have
established acquisition workforce tuition assistance programs
under the authority delegated by DoD Directive 5000.52, "Defense
Acquisition Education, Training, and Career Development Program,”
October 25, 1991. DoD Components’ implementing procedures should
be as uniform as practical and fully support the intent of DAWIA
to professionalize the acquisition workforce.

DoD ACQUISITION WORKFORCE TUITION ASSISTANCE PROGRAMS

It is DoD policy to provide tuition reimbursement for
courses or degrees required by law or policy to recruit, develop,
or retain DoD employees in acquisition positions, subject to the
availability of funds and, as applicable, competitive procedures.
In managing their programs, the Components and management
officials shall comply with 5 CFR 410.511 and the memorandum
titled "Department of Defense Academic Degree Training Policy”
issued October 29, 1993, by the Principal Director (Civilian
Personnel Policy/Equal Opportunity) Office of the Assistant
Secretary of Defense (Personnel and Readiness). Both documents
are attached.



TYPES OF COURSES AND DEGREES

1. Mandatory: DAWIA directly establishes the following
educational standards for acquisition workforce members:
(a) completion of 24 semester credit hours in specified
disciplines (10 U.S.C. 1724(a)(3)(B) and 10 U.Ss.C.
1732(b)(2)(B)(i)), or 24 semester credit hours in one’s career
field and 12 hours in specified disciplines (10 U.S.C.
1732(b)(2)(B)(ii); and (b) attainment of the baccalaureate degree
(10 U.S.C. 1724(a)(3)(A) and 1732(b)(2)(A)(1)).

a. Completion of 24 semester credit hours in specified
disciplines, or 24 semester credit hours in one’s career
field and 12 semester credit hours in the specified
disciplines, is mandatory for membership in an Acquisition
Corps. Completion of 24 semester credit hours in specified
disciplines is the minimum mandatory standard for
contracting personnel in the GS-1102 Series and those
holding warrants above the small. purchase threshold. The
specified disciplines are: accpounting, business finance,
law, contracts, purchasing, economics, industrial
management, marketing, quantitative methods, and
organization and management.

b. Completion of the baccalaureate degree is a
mandatory standard for Acquisition Corps membership and an
alternate mandatory standard for contracting personnel.
Although DAWIA does not limit support for baccalaureate
degrees to specific disciplines, Component programs will
focus their support on courses and degrees in those
disciplines that underpin the acquisition functions
specified in 10 U.S.C. 1721. These disciplines include the
sciences, engineering and other technical fields, business,
and management. Components will support degrees for those
students who have been admitted to an accredited institution
and who are pursuing an approved plan of study leading to a
degree in an acquisition-related discipline. Components may
reimburse tuition at accredited two-year institutions, if
the student’s program of study leads to eligibility for and
transfer of credit to accredited institutions which grant
baccalaureate degrees in an acquisition discipline. Within
these guidelines, Components may reimburse tuition for any
course which satisfies a requirement for the degree which
the student is pursuing.

2. Desired: 1In addition to enabling personnel to meet
required educational standards imposed by statute or policy,
Component programs for tuition reimbursement and degree training
should also encompass opportunities for personnel to fulfill
educational requirements listed as "desired™ for the employee’s
current career field in DoD 5000.52M. Desired education also
includes either obtaining a graduate degree in one’s career
field, or completing individual courses, another uncdergraduate
degree, or a graduate degree for the purpose of meeting



certification standards in a career field other than the
employee’s primary career field.

PRIORITY FRAMEWORK

Component programs shall be structured to support
opportunities for acquisition workforce members to meet the full
range of educational standards, both mandatory and desired,
established by DAWIA and DoD policies. In the event of resource
constraints, the Components will establish priorities for funding
based on the following quidelines:

1. Courses that enable acquisition workforce members to
meet "mandatory"” education standards established by statute will
take precedence for funding over courses that meet "mandatory”
standards established only by DoD policy.

2. Courses that enable acquisition workforce members to
meet standards established as "mandatary” in DoD policy will take
precedence for funding over courses that meet "desired”
standards.

3. Where alternative education standards are prescribed or
are available, e.g., a degree or a lower number of credit hours
in specialized courses, Components may elect to fund the
coursework necessary to meet the less costly standard.

4. Courses in acquisition-related disciplines shall -have
priority for support over courses in non-acquisition related
disciplines for acquisition workforce members enrolled in
approved degree programs.

5. Within the above framework, employees in the following
categories shall receive the following priority:

a. Acquisition workforce members whom management
cannot reassign due to their inability to meet educatiocnal
standards established by statute or policy, will receive
priority for support. Of these, contracting personnel
including civilians in 1102 Series positions and those
holding warrants above the small purchase threshold, and
incumbents of critical acquisition positions for whom
membership in an Acquisition Corps is a requirement, will be
given precedence.

b. Incumbents of critical acquisition positions who
are exempt from education requirements as a result of
position incumbency and who possess a bachelors degree but
lack the required hours in specified disciplines shall
receive secondary consideration, followed by incumbents of
critical acquisition positions exempt from education
requirements as a result of position incumbency and who lack
a bachelors degree.



c. Third consideration will be given to acquisition
workforce employees who require courses or degrees to
progress in their careers, including new hires into level I
or level II acquisition positions.

d. Fourth priority will be given to acquisition
workforce members requesting tuition assistance to pursue
courses or degrees desired for the employee’s current career
field, or for the purpose of developing mobility among other
acquisition career fields.

e. Last priority shall be given to employees who are
not currently assigned to acquisition positions, but whose
performance in their current positions could be enhanced by
developing competencies in the acquisition-related subjects
specified in the statute or who would be strong candidates
for a career in an acquisition field.

6. Acquisition positions are determined by statute to be a
shortage category, and.-no justifications are necessary to provide
tuition reimbursement for the purposes of developing and
retaining acquisition employees as noted above. Tuition
reimbursement programs, however, shall not be used for the
purpose of qualifying non-acquisition employees for acquisition
positions when such conditions exist as are specified in
section C., subsection 3 of DoD’s Academic Degree Training
Policy. Specifically, tuition reimbursement cannot be provided
for recruiting new employees into acquisition specialties if
there are "...excess employees in the same grade and series/skill
or targeted grade and series/skill registered in the Priority
Placement Program (PPP) as available for the Activity or
geographic location ... [or} ... if Separation Incentives are
being offered at the Activity or geographic location to positions
in the same grade and series/skill or targeted grade and
series/skill...."

7. Academic Standards: Employees must make satisfactory
progress in completing course work.

PROGRAM STRUCTURE

In general, Component programs should be designed to support
employees who pursue course work or degree programs on their own
time. However, Components should have procedures for authorizing
attendance during duty hours, and for enabling employees to
pursue a full-time course of study, including a program leading
to a degree.
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OFFICE OF PERSONNEL
MANAGEMENT

SCFRPart 410

RIN 3208-AES0

Tratning

Aoency: Office of Persarmel
Management.

action: Final rule.
suMMARY: The Office of Persannel
Management (OPM) is {ssuing final

Public Law 101-510, dated November S,
1890. That law amended the statute
govemning Federal employee training by
adding a provision directing that OPM,
through its training regulstions. allow
sgencies {o authorize training without
regard to the constraints In the training
law on “academic degree training,” if
the training is necessary to assist in the
recTuitment or retention of employees in
shortage occupations.

EFFECTIVE DATE: June & 1992

FOR FURTHEN INFORMATION CONTACT:
Dr. Marjorie Budd, {202) 632-0255 or
(FTS) 632-0255.

SUPPLEMENTARY INFORMATION: Public
Law 101-510 (National Defense
Authorization Act for Fiscal Year 1091)
amended the training law (5 US.C.
chapter 41) by providing in 5 US.C. 4107
that OPM include, as an exception to
constraints in the training law,
provisions in its regulations under which
agencies may authorize training lesding
{o an academic degree. if necessary to
assist in the recruitment or retention of
employees in occupations in which there
are existing or anticipated shortages of
gualified personnel. especially in those
with critical skills.

On September 8, 1991. OPM published
proposed regulations {58 FR 44012} to
implement the new 5 US.C. 4107
provision. The comment period, which

was 80 days from the dateof
publicaticn, ended on November S, 1991.
Comments were received from twelve
agencies and one interested individual.
There was concurrence with the
regulation, with four agencies
concurring in the proposal without
change. The following summarizes the
comments, suggestions and actiéms

Walvers

Several agencies recommended that
OPM delegate to sgency heeds the
ability to waive limitations in 5 US.C.
4106 on the trainisg of employees
through non-Govemment facilities 90
that agencies would have sufficlent
flexibility to use degree training es an
effective recruitment and retention tool.
Specifically, agencies requested
delegation to agency besds of the
authority to waive the following
provisions of title 5, United States Code:
Section 4108{a)(1). which limits the
number of staff-years of non-
Government training an ageacy can
provide annually to one percent of its
total stafl-years of civilian employment
for that year: section 4106(s)(2). which
restricts employees with less than one
year of current, continuous civilian
service from laking training through
non-Government facilities; and section
4108(8)(3). which limits the amount of
time an employee may spend in non-
Government training to one year during
any ten year period. The ability to
redelegate the above waiver authorities
within the agencies was also requested.

We have determined that no change is
necessary to modify the effects of
section 4108(e)(1) of title S, United
States Code, because 5 CFR 410.506(a)
already allows the head of an agency to
waive this limitation when non-
Government {acilities provide the only
available training—as would normally
be the case regarding training for a
degree. Similarly, under 5 CFR
410.508(b), section 4108{s}{2) of title 5,
United States Code, can be waived by
the agency head when he or she
determines that postponement of the
taining until the employee hes one year
of current. continuous service would be
contrary to the public interest.
Moreover, there is nothing in 5§ CFR
410.506{a) or (b) to prevent redelegation
of either of the two waiver authonities
discussed in this paragraph to
appropriate levels within the agency.

1-1

We have, however, changed the new
rule 10 allow agency heads to waive
section 4108(a){3) of title 5, United
States Code. the section of the training
law that limits non-Government training
for an employee to one-year-in-ten years
of service, whenhnon-covemmenctl "
degree training is being supported for
employees encumbering or training for
shortage occupations. We agree that the
ability to waive the one-year-in-ten
provisian is needed so that agencies can
have the option of fully supporting
training for the time period needed ta
achieve the objective of the training.
Agencies must document use of this new
waiver authority in the Official
Personnel Folders of the employees {or
whom it is exercised.

Notx Becavse this change Is applicable
only to shortage occupations, the two-yesrs-
in-ten waiver ceffing in secon 3 CFR
410.508(d)(2) does not apply.

We considered it desirable to leave
exercise of the new waiver autharity 1o
the discretian of agency beads. For this
reason the rule change did not make the
waiver autamatic, as two agencies
suggested. However, since no limitation
has been placed on the level at which
the waiver authority can be exercised,
agency beads may delegate it to
appropriate levels to facilitate effective
use of the sew rule.

Training Covered

Several agencies wanted clarification
about the kinds of degrees included
under “academic degree training.”
While the level of training would be
determined in individual cases by the
circumstances of those cases. there are
no general restictions placed by the
legislation or this rule on type or ievel of
degree.

Inquiry was received as to the
apphicability of 5 CFR 410.511 to training
for certificates or licenses. The
legislative history shows no indication
of intent to define a certificate or license
a3 a degree. Thos. fees paid to obtain
such items would not be covered under
the new law or this rule. However,
training involved in preparing for a
certificate or license—whether through
Covernment or non-Government
facilities—may be authorized if it meets
the needs of the position, regardless of
whether a shortage occupation is
involved (see the Comptrolier General's
decision 55 Comp. Gen. 759). Coverage
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true now under $ CFR 410.502(s).
Occupations and Appointients Covered

Several agencies bad questions or
suggestions about the occupations and
types of appointments to be covered
under the new regulstion. It was
suggesied that the authority be
expanded lo cover all occupations.
However, current law will not sllow
this: only shortage occupations are
covered, with particular focus on
occupations involving critical skills, as
emphasized in the legislation

There were also questions regarding
whether pre-determined shortages
include all situations where special
salary rates have been granted. We
bave added the phrase. “for an
occupational group™ to paragraph (b)(1).
of the rule, which pertains to
predetermined shortsges based on
special salary rates established under 5
U.S.C. 5305, to clarify that pre-
determined shortages ir this rule pertain
to occupations. This coverage is
specified in the enabling legisiation,
Public Law 101-510, which states that
“the bead of an agency may provide
{degree) training * * * if necessary to
assist in the recruitment or retestion of
employees in occupations in which the
Government has or anticipates s
shortage of qualified personnel * * *~
(emphasis added).

One agency asked whether academic
degree training would be allowed for
employees of all positions with “typing™
in their tile in & locality where such
positions were declsred a shortage and
were covered by a special salary rate.
The sgency was further concerned that
persons occupying similar positions
without “typing™ in the title would be

“Training may be autborized under this
section for the purpose of retaining an
employee in a shortage occupation * * *
if it involves a course of study which is
mainly selected for its potential
contribution to effective performance in
that occupation.™

One agency asked whether pre-
determined shortages in positians flled
by members of the National Defense
Executive Reserve Program (paragraph
410.511(b}(2)) referred to positions
vacated by members of the Executive
Reserve Program or positions filled by
these members in the event the cadre is
activated to deal with a national
emergency. The inclusion of this

Program under pre-determined shortages
is to provide for any special training that

might be needed for the new positions
the cadre would occupy.

There was also a request for
clarification on what was meant in
paragraph {8)(5) by “any position which
is excepted from the competitive service
because of its confidential. policy-
determining, policy-making. or policy-
advocating character.” This wording is
taken directly from the enabling Act,
and generally refers to Schedule C
positions and positions to which
individuals are appointed by the
President.

Continued Service Agreements

One individual and one agency asked
about the spplicability of continued
service agreements under the new rule.
The existing provisions in 5 U.5.C. 4108
and $ CTR 410.508 and 410.503 on
employee agreements to continue in
service after training will apply to
training for an academic degree.

1-2

allowable whether the current position,
or a different target position, is in the
shortage category, so long as the
training selected meets the appropriate
criteria for recruitment or retention
specified in paragraph (g) Authorization
of tra{ning. To allow maximum
flexibility to agencies, any available
appointment mechanism can be used so
long as it allows the continued service
agreement period to be fulfilled. and it is
not an appointment to a position
excepted from the competitive service
due to its confidential. policy-
determining, policy-making. or policy-
advocating nature.

One agency objected to the level of
detail in the guidelines on recruitment
contained in paragraph 410.511(d). It
was felt that agencies should provide
their own recruitment criteria. However,
the consensus of agencies consuited on
this matter was that such crileria
provide appropriate guidance in
selecting positions or occupations upon
which to focus academic degree
training. We believe the criteria will
provide assistance in developing a cost-
effective approach

In & similar vein, in view of new
options arising from the Federal
Employees Pay Comparability Act of
1990 and the Defense Authorization Act
for Fiscal Year 1991. we have added
paragraph 410.511{a)(3). which enjoins
agencies to consider the degree to which
other monetary inducements such as
special salary rates and student loan
repayments may zlready have alleviated
the shortage situation.

Several minor editorial changes to the
rule have been made to improve clanty.
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Executive Order 312291, Federal
Regulation

1 have determined that this is not a
=ajor rule as defined in Exccutive Order
12231, Federal Regulation.
Ragulatory Flaxibility Act

1 certify that these regulations will not
have s significant economic impacton s
substantial pumber of small entities
because they sffect only Federal
employees and agencies.

List of Subjects in 5 CFR Part 410

Authority delegation. Education,
Goverunment employees, Manpower
training programs, Personnel
Management Office.

Office of Personnel Management.
Constance Berry Newman,
Director.

, the Office of Personnel
Management amends § CFR part 410 as
fcilows:

1. The suthority citation for part 410 is
revised to read as follows:

Antharity: S US.C 4101, ez segs EO.
11348, 3 CFR. 1967 Comp. p. 273 § 410.503 also
issued under $ U.S.C. 5364. § 410.500.

§ 410.511. and § 410.802 also issued under $
UV.S.C 1104 § 43108C2 also issued ander 42
US.C 4748

2. Section 410.511 is added to read as
follows:

§410.511 Exceplions to the constnaints on
“academic degree training”™ to relleve
recruitment or retention problemas.

(8) General. (1) An agency may
authorize training not otherwise
ellowable under § US.C. 4107(c) if the

(i} Is necessary to essist in the
recruitment or retention of an employee
in an occupation in which it has or
anticipates a shortage of qualified
personnel, s discussed in parsgraphs
{b] and {C] of this section, especially in
occupalions involving critical skills, and

{ii} Meets the conditions of this
seclion.

{2} In exercising the authority {n this
section. an agency shall give priority to
relieving shortages in occupations which
it has determined invalve skills critical
to ils mission.

{3) In reviewing the need to provide
training under this section. an sgency
shall give appropriate consideration to
any special salary rate, student loan
repayment, or other monetary
incucement authorized by law already
provided or being provided which
contributes 10 the alleviatizn of the
staffing problem in the occupalion
targeted by that training.

(4] In exercising the authority in this
section. an agency shall. consistent with

the merit system principles set forth in 5
U.S.C. 2301(b)(1) and (2). take into
consideration the need to maintain a
balanced workforce in wihiich women
and members of racial and ethnic
minority groups are appropriately
represented in the agency.

(5) The authority in this section shall
not be exercised on behalf of any
employee occupying. or seeking to
quality for sppointment to, any position
which is excepted from the competitive
service because of its confidential,
policy-determining, policy-making, or
policy-advocating character.

(6) An sgency's policies established
pursuant to § 410.301(s) of this part shall
cover decisions to authorize training
under this section to ensure that:

{i) Tte determination to pay for
degree training is made by the agency
head or other officials to whom the
anthority kas been delegated. {ii) The
authority is used s0 as to address the
agency's recruitment and retention
problems expeditiously through
appropriate delegstions of authority,
and {iii) Consideration is given to the
cost-effectiveness of educational
institutions in selecting training facilities
under § 410.502(a) of this subpart.

[b) Pre-determined shortoges. For the
purposes of this section, there shall be
deemed to be a shortage of qualified
personnel in positions—

{1) For which & special salary rate
schedule established for an
occupational group pursuant to 5 US.C.
530S is in effect:

(2) Filled by members of the National
Defense Executive Reserve program
who are called to duty in the eventof a
national emezency:

(3) For which direct-hire suthority has
been granted by OPM. covering all
positions in s specific series, grade, and
geographic location:

{4) 1dentified by law as baving such a
shortage: or

(5) Identified by a Federal agency as
having such & shortage when authorized
by law to do so.

{c) Shortcge determinations by
employing agency. If a determination of
a shortage as described in paragraph (b)
of this section has not been made which
would be applicable to a particular
recruitment or retention problem. an
agency may., for the purpases of this
section. determine that it either has or
anticipates a shortage of qualified
personnel. using the criteria in
paragraph (d) or (e} of this section, as
appropriate.

{3} Recrvitment problem. Before
determining that an agency has or
anticipates a problem in the recruitment
of qualified personne! for a particular
position, an agency shall make a

1-3

reasonable recruitment effort. In making
a reasonable recruitment effort, an
agency will consider the following:

{1) For s position in the competitive
service. the results of requests for
referral of eligibles from the appropriate
competitive examinatioa. For a position
in the excepted service, the agency’s
objectives and staffing procedures.

(2) Contacts with State Employment
Service office{s) serving the locality.
concerned.

(3) Contacts with scademic
Institutions, technical and professional
organizations, and other organizations
likely to produce qualified candidates
for the position. including women's and
minority-group organizstions.

{4) The possibility of relieving the
shortage through brosder publicity and
recruitment.

{5) The availability of qualified
candidates within the ageacy's current
work force.

(8) The possibility of relieving the
shortage job engineering or
training of current employees.

(e) Retention problem. Before
determining that an agency has or
anticipates a problem in the retention of
qualified personnel in a particular
occupation. an agency shall consider the
following:

{1) The ease with which an agency
could replace the employee with
someone of comparable background.

{2) The current and projected vacancy
rates in the occupation. -

13) The rate of turnover in the
occupation.

(4) Technological changes affecting
the occupation and long-range
predictions affecting etaffing for the
occupation.

(N Continuing problems. An agency
may use s determination made under
paragraph (d) or () of this section to
address recruitment or retention
problems through training under this
section if—

{1) The problems are similar in
essential characteristics {occcupation,
series. grade. geographic locality) to that
covered by the initial determination: and

{2) It has evidence that the original
problem is a continuing one. A
reassessment of a “continuing™
recruitment or retention problem shall
be made periodically.

(8) Auvthorrzation of trarning. (1)
Trairing, which is full or part-time, may
be authorized under this section to
address a recruitment problem o the
extent that it qualifies an emplioyee in a
shortage position identified uncer
paragraph (b} or (d) of this section, if the
egency makes a finding that there is
reasonable expectation that the
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employee would be employed in the determination is identified. If made
position after the training. under paragraph {d) or {e) of this

{2) Training may be suthorized under  section, the shortage is described (in
this section for the purpose of retaining  terms of occupations) series. grade or
an employee in a shortage occupation grade range, geographical locality. and
identified under paragraph (b) or (e) of  organizational assignment) and the
this section. if it involves a course of agency’s findings are recorded.
study which is mainly selected forits (i) Kind of training (e.g.. cooperative-
potential contribution to effective education tuition assistance program,
performance in that occupation. continuing professional/technical

(h) Waiver authority. The head ofan  education. re for occupational
agency may waive the limitation of change): a description of the field of
training to one-year-in-ten years of study; and the nature of any degres
service in section 4108(a)(3) of title 5, pursued under the training program.
United States Code. for individual (ili} A record of any use of the
employees receiving training under this  authority to waive the limitation in
section when the following conditions section 4108{a)(3) of title 5. United
are met States Code. as alliowed in persgraph (h)

{1) The employee is serving undera of this section. s
tareer or careet conditional {A) The amount of training through
appointment. or other appointment non-Government facilities alresdy
silowing adequate opportun:ty for the received in the employee’s current
employee to fulfill the obligation to decade of service which counts toward
continue in the service of the agency as the limitation. .
required by section 4108 of title 5, (B) The period for which the waiver is
United States Code; and required. showing the month and year in

(2) A record of use of the authority is  which it is to begin and the estimated
inserted in the employee’s Official time needed to achieve the objective of
Personnel Folder containing the the training. (The period to be covered
information required in paragraph by the waiver should not commence
{i}(2)(iii) of this section. until completion of any period of

(i) Menitorirg of training. (1} An training already authorized by a waiver
agency shall monitor training granted under 5 CFR 410.506(d)).
assignments made under this section. (C) The projected beginning of the
Continnation of an employee in a employee’s next decade of service.
training assignment under this section (D) A statement {ndicating the-

shall be based on—

{i) An expectation that the shortage
determination serving as the basis for
the training has continuing validity: and

(ii) A determination that academic-
and job performance while in the course
of study are to the agency's satisfaction.

(2) An agency shall assess the
contribution of training assignments
under this section to the resolution of
recruitment or retention prablems in its
shortage occupations.

{§) Documentation. (1) In exercising
the aathority in this section. an agency
shall retain in the servicing personnel
office for 3 years or some period of time
g:yond completion of training or

gree—

(i) A record of the employees who are
us:iigned 1o training under this section;
an

{ii) A record of any {inding that a
determination under parsgraph (f) of
this section is a continuing one. showing
the evidence leading to that finding and
any reassessment of such a finding.

(2} As a separate record. the servicing
personnel office shall keep in the
Official Personnel Folder of each such
employee the following information:

(1) Justification {or the shortage
determination. lf made under psragraph
{b} of this secton. the nature of that

potential effect postponement of the
training until the next decade of service
would hsve on achievement of the
tralning objective, including retention of
the employee.

{iv) A written continued service
sgreement as described in 5 CFR 410.508
and 410.508..
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THE OFFICE OF THE ASSISTANT SECRETARY OF DEFENSE

4000 DEFENSE PENTAGON
WASHINGTON DC 203014000

29 0CT 1993

MEMORANDUM FOR DISTRIBUTION

SUBJECT: Department of Defense (DoD) Academic Degree Training Policy

This memorandum forwards DoD policy on academic degree training which is
effective immediately, and supersedes all other guidance. In the future, it will be printed
and distributed as part of the DoD Civilian Personnel Manual.

As you implement these policies, we encourage you to communicate and
cooperate with representatives from your labor and employee organizations. Copies of
this memorandum with attachments will also be forwarded to Civilian Personnel Offices.
We are available to meet with you or your staff to provide information and advice.
Questions regarding the interpretation or application of the attached policy should be
directed to Ms. Lois Hickey, Defense Civilian Personnel Management Service, on

(703) 607-1336.

RONALD P. SANDERS
Principal Director
(Civilian Personnel Policy/Equal Opportunity)

Attachments:

Printea on @ Recycled Piper
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DEPARTMENT OF DEFENSE
ACADEMIC DEGREE TRAINING

A. REFERENCES

1. Section 1206(a) of Public Law 101-510, "The National Defense
Authorization Act for Fiscal Year 1991"

2. 5 United States Code (U.S.C.) 4107

3. 5 Code of Federal Regulations (CFR) 410

4. DoD Directive 1400.25, "Department of Defense Civilian Personnel
Manual System”

5. DoD Directive 5124.2, " Assistant Secretary of Defense (Force
Management and Personnel)

B. BACKGROUND

Public Law 101-510 (National Defense Authorization Act for Fiscal Year 1991) amended
5 U.S.C. chapter 41 to allow, but not require, agencies to authorize and pay for training that may
lead to an academic degree, if necessary to assist in the recruitment or retention of employees in
shortage occupations (existing or anticipated), especially those with critical skills.

C. POLICY
1. This policy applies to all DoD Components.

2. Installation commanders and other designated management officials are authorized to
approve academic degree training in accordance with mission priorities and fiscal constraints.
They may terminate academic training any time they determine it is in the best interests of the

organization to do so.

3. This authority cannot be used if there are excess employees in the same grade and
series/skill or targeted grade and series/skill registered in the Priority Placement Program (PPP)
as available for the Actvity or geographic location of the shortage position. In addition, this
authority cannot be used if Separation Incentives are being offered at the Activity or geographic
location to positions in the same grade and series/skill or targeted grade and series/skill as the
shortage position. When the position is in a shortage category determined by law and the law
requires a specific degree or a number of mandatory academic hours, the above restrictions
do not apply for retention purposes. In all instances, there must be a reasonable expectation
that the Department of Defense will receive a retumn on the investment. Management officials
will consider retraining of current employees before approving academic training as a
recruitment incentive.
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4. Any academic training provided must contribute to effective performance in the
shortage position or occupation and be obtained through nationally or regionally accredited
institutions.

5. In exercising this authority, merit system principles and competitive procedures shall
be followed in soliciting and selecting individuals. This authority shall be used to support the
goal of a workforce representative of all segments of society without regard to political
affiliation, race, color, religion, national origin, sex, marital status, age, or handicapping
condition.

F. PROCEDURES
1. Follow procedures in accordance with S CFR 410.511.

2. Documentation, reports, and records shall be maintained in accordance with
5 CFR 410511 requirements and readily available for review and submission upon request.

3. The following information shall be maintained on a fiscal year basis for each instance
of training accepted: (a) shortage category (pre-determined or Agency-determined); (b) purpose
of training (recruitment, retention, meet acquisition requirements); (c) name of employee and (d)
current title, grade and series; (e) shortage position's title, grade, series and (f) the Activity and
location; (g) academic discipline/ficld; (h) number of semester hours; (i) number of on-duty or
off-duty hours; (j) cost of training. Components must compile the inforrmation and forward it to
the DASD (CPP/EO) by November 30 of each year. Components may issue interim record
keeping and documentation procedures until the data can be input and retrieved from the Defense
Civilian Personnel Data System (DCPDS) or Defense Business Management System (DBMS).

G. SUPPLEMENTATION

The policies set forth above shall not be supplemented except as prescribed by statute or
otherwise authorized by the provisions of this policy. Established career program proponents in
the Office of the Secretary of Defense, the Secretaries of the Military Departments, Directors of
Defense Agencies with independent appointing authority, and the OSD Director of
Administration and Management are authorized to issue internal implementing procedures where
they (or their Assistant Secretaries or equivalent) determine such procedures to be essential.
Copies of such procedures shall be provided to ODASD (CPP/EO) for review prior to
publicauon.



